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CHAPTER I 
IN'l'RODUCTION 
In the United States those responsible for the development of 
the curriculum for the schools, are aware of the many forces impinging 
upon the schools. Further, they are aware that our society has chal-
lenged not only the types of curricular offerings presented by the 
school, but the effectiveness of those o.fferings. Recently there has 
been a great deal of discussion regarding the concept of accountability 
in public education. A g·reat deal of· doubt has been generated in the 
minds of many parents, and the public in general, as to the efficiency 
and effectiveness of our public schools. Arthur W. Forshay states: 
We have, I repeat, to respond to the public doubt. To 
respond to an anxious public with, 'you never had it so 
good, educationally,' is no response at all. The question 
is not, 1Did we ever have it ~o good?' In fact, there is 
scarcely any question at all. What exists is a demand--
that we make the schools "excellent," and a doubt--that we 
in education take intellectual excellence seriously. You 
say, 1 How can people have such a doubt?' The point is, the 
doubt exists. Acting offended--even though this is justi-
fied--won't make the doubt go away. We have to act (1). 
Statement of the Problem 
This demand by the publ.ic is extremel.y broad in nature and when 
approached as a whole seems almost unanswerable. However, when the 
demand is subdivided into specific areas it can be more readily ap-
proached and dealt with. For the purposes of this study the question 
under examination will dear with the preparation of post-secondary 
vocational-technical students. The public demand that we approach 
educational excellence seriously can be examined in the light of the 
adequacy of training provided post secondary vocational-technical 
students. 
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One of the major problems encountered while attempting to answer 
this demand is a lack of empirical information. The information re-
quired falls into many categorie&, such as, types of jobs gained by 
graduates, skills needed for adequate job performance, skills and 
knowledges necessary for promotion, level or location where greatest 
amount of training took place, etc. In addition information is needed 
regarding changes in the technology base of the various fields of 
employment. This information is urgently needed by the schools if 
they are to do an effective job of meeting the needs of the students 
and the society. 
The problem for this study was the lack of specific empirical 
information regarding the preparation of post-secondary vocational-
technical students which could be utilized for the purposes of cur-
riculum revision and development. 
Purpose 
Those individuals, administrators, teachers, supervisors, curri-
culum specialists, etc., who are concerned with the development of 
curriculum and its evaluation, must have.a solid base of empirical 
data upon which they may build new curricular offerings and revise 
those which are in need of improvement and updating. The purpose for 
this study was to ascertain the employer and employee attitudes on the 
adequacy of training received by graduates of The Texas State Technical 
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Institute located at Waco, Texas, and interpret them for possible use 
as a curriculum change device. 
Objectives of the Study 
The objectives for this study were basically threefold. First, 
to determine the perception of employers and employees as to the im-
portance and adequacy of training in specified areas at The Texas 
State Technical Institute, Wac~ Campus. Second, to ascertain the 
degree of correlation between the employer and employee attitudes. 
And, finally, to develop from the data obtained, possible curriculum 
change activities. In order to achieve these objectives, it was ne-
cessary to interview both employers and employees by means of a printed 
questionnaire which required responses to two questions: 
1. How important is the skill to the job? 
2. Does the employee need additional training in the 
skill regarding nine categorized areas of curricular 
offerings? 
Research Questions 
To achieve the objectives of this study the following research 
questions were formulated: 
1. How do graduates perceive the importance of the nine skill 
areas to their job and do they perceive a need for further 
training? 
2. How do employers perceive the importance of the nine skill 
areas to the job held by their employee and do they perceive 
a need for further training for that employee? 
J. How do employer and employee perceptions of importance of the 
nine skill areas to the job compare? 
4. How do employer and employee perceptions regarding the need 
for further training for the employee compare? 
Need for Study 
In order to attain the objectives of the study it was nececcary 
to evaluate the current offerings of the school. This evaluation pro-
vides a part of the basic information required for considered logical 
changes in the curricular offerings in order to make them more relevant 
to the students' needs and the needs of the society. 
Vocational Education differs slightly from those curricular offer-
ings designated as general education. In Vocational Education it is not 
sufficient to simply give an individual instruction in a particular 
area and then test him to determine whether or not he has mastered the 
material to a sufficient degree to answer the questions found on the 
final examination. In fact, many curriculum specialists have begun to 
indicate that it is necessary for those in Vocational Education to go 
one step further; that step being to follow those students after grad-
uation and ascertain whether or not they have been properly trained for 
the type of employment they accept. In order to gain this information 
it is necessary, according to Mager, to go directly to the employer to 
determine the effectiveness of our vocational program (2). Mager is 
not alone in his recommendations that we go beyond the school system 
into the world of work to evaluate the effectiveness of our program. 
In~ American Secondary School Curriculum it is stated: 
Because the employer is the one who has to be satisfied 
as to whether or not a person is vocationally efficient, 
he is the logical one to contact to determine the success 
of a vocational program. Through the use of employer 
interviews, evaluators can gain insight into the perform-
ance of graduates on their jobs. From this, they can 
ascertain which of the traits are the results of the 
curriculum of the school (J). 
Finally, in the broadest sense, the curriculum has its source in 
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the interaction of the individual and the world in which he lives. The 
past, the present and the future are all caught up in this inter-
action (1). 
From this statement, as well as those a~ove, the conclusion can be 
drawn that it is necessary, if vocational educators are to effectively 
and objectively evaluate vocational curricular offerings, to go beyond 
the final examination at the end of the course in order to gain the in-
formation necessary to imprpve and up-date vocational curricular offer-
ings. 
Assumptions 
This study presumes that the following assumptions are valid. 
1. Attitudes exist and can be measured. 
2. The respondents who completed the questionnaire were 
capable of providing responses which were accurate to 
the best of their knowledge. 
J. The instruments for gathering data were sensitive to the 
research questions under study. 
Scope and Limitations 
This study was limited to the resources and time span available 
to the researcher at the time of this study. 
Limitation as to Population 
The population for this study was limited to the 1970-71 graduates 
of the James Connally Campus of The Texas State Technical Institute 
and their employers. 
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Geographical Area 
This study was conducted in the State of Texas. 
Limitation of Time 
This study was developed and results based on the assessed atti-
tudes of the respondents for the period of November, 1971 through 
January, 1972 and not for any other time frame. 
Definition of Terms 
The terms used in this study are in common usage, but, could 
possibly be misinterpreted. Therefore, it was felt that they should 
be defined for the purposes of this study. 
Manual Job Skills. Refers to skill at using or operating tools, 
materials, equipment, machines, etc., in the work situation. 
Job Practical Knowledge. Refers to practical everyday knowledge 
of work processes, methods and procedures. 
Job Theoretical Knowledge. Refers to knowledge of basic princi-
ples and concepts underlying the practical trade work. 
Mathematical Skills. Refers to ability to use arithmetic or 
higher mathematics to solve work problems. 
Communication Skills. Refers to skill at speaking, writing, 
drafting, sketching, etc., to communicate ideas. 
Reading and Interpretive Skills. Refers to skill at reading 
printed matter, blueprints, tables and diagrams. 
Clerical Skills. Refers to skill at keeping records, making out 
reports, and other types of routine paper work. 
7 
Personal Relations Skills. Refers to skill at dealing with people, 
such as customers, co-workers, and other tradesmen. 
Supervisory Skills. Refers to skill at supervising others, e.g., 
instructing, directing, evaluation, planning, and organizing. 
Attitude Toward Work. Refers to such behavior as absenteeism, 
,rule violation, concern for quality work and cooperation. (4:) 
Attitude. An emotionalized tendency, organized through experience, 
to react positively or negatively toward a psychological object. Atti-
tudes are, irrevocably, linked to emotions and may be roughly defined 
as feeling for or against something. 
Hands on Time. Refers to activities involving the actual perform-
ance of manual job skills under conditions as nearly similar as possible 
to an actual job setting. 
Opinion. A view, judgment, or appraisal formed in the mind about 
a particular matter. Synonym - view, belief, conviction, persuasion, -
a judgment one holds to be true (21). For the purposes of this paper 
an opinion is held to be the expression of an attitude whether verbal, 
written, or non-verbal. 
Perception is an awareness on the part of the individual pf his 
attitude toward a condition, event, a training activity, or person. 
One-Year Programs. Those programs conducted at The Texas State 
Technical Institute which encompass three or more trimesters.of work, 
but which do not result in the awarding of a degree upon completion. 
Two-Year Programs are those programs conducted at The Texas State 
Technical Institute which provide for six or more trimesters of work 
and result in the awarding of the Associate of Applied Science degree 
upon completion. 
Four-Year Programs are those programs conducted at The Texas 
State Technical Institute consisting of 12 or more trimesters of 
work and resulting in the awarding of the Bachelor of Technology or 
Bachelor of Technical Education diplomas upon completion. 
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CHAPTER II 
REVIEW OF LITERATURE 
For the purpose of this study, the review of literature is sub-
divided into four basic sections as follows: 
l. Attitude 
2. Curriculum Evaluation and Revision 
J. Follow-Up 
4:. Summary 
Attitudes and Their Measurement 
There are many different definitions for the word "attitude." In 
fact, the term connotes a concept so nebulous in its abstraction that 
it would appear to be beneficial if we examined it here. 
Thurston (6) defines attitude as "the sum total of man's inclina-
tions and feelings, prejudice or bias, preconceived notions, ideas, 
fears and threats, and convictions about any specific topic." 
McNemar, in defining attitudes stated: 
The common element of most definitions of social attitudes 
is that such an attitude is a readiness or tendency to act 
or react in a certain manner. No one has ever seen an atti-
tude. An attitude, however real it is to its possessor, is 
an abstraction, the existence of which is inferred either 
from non-verbal overt behavior or verbal and symbolic 
behavior (7). 
A third source, Downie~ defines attitudes as: 
The readiness to react toward or against some object of 
q 
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value. They may be considered as a sort of charge 
or potential that an individual has. When we are 
stimulated by the appropriate stimulus our responses 
usually follow a pre-determined pattern (8). 
Quite often an author has a tendency to treat the terms opinion, 
sentiment, and attitudes as though they refer to basically the same 
phenomenon. Thurston (6) theorized that an opinion is a verbal ex-
pression of an attitude. Unfortunately, it is impossible to see an 
attitude as a concrete, definable object. However, even though they 
are not visible, they do, in fact, exist and according to many re-
searchers, they can be measured. For instance, the two most common 
methods of securing data concerning attitudes are the interview and 
the questionnaire. 
The questionnaire is especially useful in descriptive-survey in-
struments in securing information from widely scattered sources and 
when it is not practical or possible to see the respondents per-
sonally ( 12). 
In summary, then, the review of literature concerning attitudes 
indicates that: 
1. Attitudes can be defined within limits. 
2. Opinions are considered to be the verbalization aspect 
of attitudes and can be measured. 
J. The questionnaire is considered to be an acceptable method 
of collecting data about attitudes. 
Curriculum Evaluation and Revision 
In approaching the question of the educator's role in curriculum 
evaluation and revision, we might perhaps take the following statement 
by Arthur W. Forshay as a starting point: 
In the degree that we take the fundamentals of woodwork 
to be the care of the tools and the performance of a few 
simple operations, we have overlooked the technology, 
the rich old technology, and the art, of woodwork. In 
the degree that we overlook the technology and the art of 
metal work, we contribute to the present shocking lack of 
pride and creativity in the metal shop that foremen con-
sistently complain of. I do not ask that every mechanic 
become a master machinist. But the slovenly workmanship 
that is so frequently the object of complaint--the tendency 
to contrast American and European craftsmen with respect to 
their pride of workmanship--may be at least in part a pro-
duct of a too narrow version of what is 1 fµndamental 1 to 
good workmanship as taught in our school shops and other 
technical classes. The idea seems to me to be at least 
worth examining. If plumbing is not a discipline, and 
philosophy is, it does not follow that the plumber should 
have no knowledge of the technology behind his immediate 
work. As John Gardner points out, a society which settles 
for mediocrity in both philosophy and plumbing develops 
neither theories nor pipes that will hold water (1). 
If this is the case, it would seem then that it is up to voca-
tional educators to develop programs of vocational education which 
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will, in fact, produce plumbers whose pipes will hold water. In order 
to do this, vocational educators must evaluate present curricular 
offerings in order to determine how they may be improved. Ralph W. 
Tyler in~ American Educational Research Association Monograph 
Perspectives of Curriculum Evaluation states: 
tLet's call a spade 
logical-positivist. 
a spade properly we 
fy the impact of an 
to perceive impact. 
a spade,' declares a 20th century 
What faith in perspicacity! To treat 
must recognize it as a spade. To speci-
educational program we must be able 
i 
Measurement specialists are proud of their perspicacity. 
1 If it exists, 1 they say, 1 it exists in quantity; and if 
it exists in quantity, it can be measured.' It follows 
that if an educational program has an impact, that impact 
can be measured. Most specialists in educational testing 
and measurement believe they can do the job. The general 
public and most members of the educational profession pre-
sume that after having analyzed his data the "testing man" 
can state in precise terms the worth o'f a curriculum. The 
language of the Elementary and Secondary Education Act of 
1965, Title I, implies that capability to evaluate is 
presently within our command. But the fluidity of our ex-
periments and the bluntness of our tests deny us that capa-
bility. Neither quantity nor quality of impact is measured 
( 9). 
Tyler therefore implies that while the capability to evaluate is pre-
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sent educators are failing to do so effectively. One 'P0"5sible method 
of reaching an acceptable level of evaluative effectiveness is sug-
gested by Robert F. Mager in his book Developing Vocational Instruction. 
Mager outlines three distinct phases of voc~tional instruction pre-
paration. These. three major phases are as follows: the preparation 
phase, which consists of: 
1. Job description 
2. Task analysis 
3. Description of the target. population 
4. Setting the course objectives 
5. Determining course pre-requisites 
~. A pre-requisite test 
7. A criterion examination 
Second is the development phase which consists of: 
1. Unit outliqing 
2. Sequencing 
3. Content selection 
~. Procedure selection 
5.. .Sequence and lesson plan completion 
6. Course tryout 
To this point, Mager 1 s system differs very little from many other 
curriculum developers. His third phase, however, is the most important 
13 
for the purposes of vocational educators in that it provides a means of 
following the student after graduation and checking with the employer. 
This third phase which Mager calls the "improvement phase" is comprised 
of three divisions: 
1. Comparison of performance with objectives. 
2. Comparison of objectives with the job. 
3. Revision and tryout. 
In fact, Mager, in his own words states: 
The professional instructor would no more stop improving 
his instruction than the professional physician would 
stop improving his medical skills. Vocations change, 
new teaching techniques and devices become available, 
and the average characteristics of the incoming student 
may gradually shift. It is appropriate, therefore, to 
set in motion a process guaranteeing that the course 
will always be as fresh and up-to-date as this morning's 
newspaper (2). 
In preparing the data which is to be derived from any method of 
collection, educators must be aware that for the data to be usable it 
must be translated into a form which can be utilized by the teacher. 
The mere preparation of charts, graphs, and papers expounding upon the 
conditions found is not sufficient. W. James Popham, in his book, 
Establishing Instructional Goals, discusses the construction of educa-
tional objectives from the material researched in such a manner that 
all goals shall be stated in terms of observable behavior (10). It is 
only thus that educators can truly ascertain whether or not the student 
has achieved the goals set for a particular curricular offering. 
Further, if these goals are to be realistic, educators must, as 
Leonard H. Clark says, 11 go to the employer because the employer is the 
one who has to be satisfied as to whether or not a person is voca-
tionally efficient" (3). In general, educators judge the success of 
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our high school graduates by viewing their grades in post-secondary 
education. For the vocational-technical student, whether he graduates 
only from high school or from a four-year technical institute or col-
lege, this is not sufficient. If he himself does not perceive his 
training to have been adequate, and his employer does not perceive 
the training to have been adequate, then the educational system has 
failed to provide him with the education necessary to a maximmuniza-
tion of his level of self-realization. 
Follow-Up 
The concept of follow-up studies is not a new one. Much has been 
written over the years in Vocational Education Journals of the impor-
tance of the follow-up study. Rice states: 
To the extent that adaptation and change do not occur 
in our educational system as societal needs change, a 
gap will exist between what is done in education and 
what is needed. 
Follow-up studies can provide pertinent information about 
motivational factors, assessment of training received and 
an assessment of performance. Policy makers for Vocational-
Technical Education already are being asked for this 
type of information (11). 
One follow-up study conducted by Erwin Turner entitled "A Survey 
of Employer Opinion of the Adequacy of Trade and Industrial Training in 
Selected Schools in South Dakota" (1958) dealt with the question of 
employer satisfaction in regard to the adequacy of training of trade 
and industrial students in South Dakota. The purposes of the study 
were to gain information regarding adequacy of skill training, related 
training and general education. Findings indicated employers were 
more pleased with the performance of graduates of vocational programs 
than with the performance of other entry workers who had not had 
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benefit of vocational training (22). 
A second study, Project Able, conducted by the New Quincy, Massa-
chusetts public schools is currently in progress attempting to develop 
new methods of curriculum design and evaluation. A major part of this 
study is the follow-up evaluation which will eventually reach both the 
graduate and his employer. This follow-up and evaluation is currently 
in progress (4). 
Summary 
In summary, then an examination of attitudes, opinions and their 
measure reveal the following: attitudes do exist and they can be 
measured. The questionnaire is an acceptable method of data collect-
ing. Further, in examining the question of curriculum evaluation, it 
is not sufficient to test a student to ascertain whether or not he 
has learned the information presented in the class. Vocational edu~ 
cators must go beyond the final examination to the ultimate consumer 
of our educational product, the public--as represented by the employer. 
This is necessary if vocational educators are to keep vocational edu-
cation current and effective. 
The demand for quality education by the public can be answered 
in part by the gathering of information about the preparation of stu-
dents in post-secondary vocational technical schools. 
A follow-up of all graduates would be one method of carrying out 
this extended evaluation of the educational product. 
CHAPTER III 
METHODOLOGY 
The problem for this study was to ascertain employer and employee 
attitudes on the adequacy of training received by graduates of The 
Texas State Technical Institute located at Waco, Texas. In order to 
achieve this stated goal, it was necessary to collect data on a group 
of graduates and employers of those graduates. 
Population 
For this study, the population was comprised of all graduates of 
the Waco Campus of The Texas State Technical Institute for the 1970-71 
school year, and those individuals or companies which employed them. 
Methodology 
In order to carry out this investigation it was decided that be-
cause of the large number of persons involved, the vast geographic area 
to be covered, and the limitations of time, that a mailed questionnaire 
would be the most effective method of data collection. Good and Scates 
had this to say ab.out the questionnaire: 
The questionnaire is especially useful in descriptive-
survey studies in securing information from widely 
scattered sources and when it is not practical or feasible 
to see the respondents personally (12). 
In this study, the questionnaire with a cover letter and an en-
closed self-addressed stamped return envelope was sent to the graduates 
l c:.. 
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of the James Connally Campus of The Texas State Technical Institute. 
Non-respondents were mailedasecond questionnaire 20 working days 
later. Fifteen days following the second questionnaire a third ques-
tionnaire with cover letter and a self-addressed stamped return 
envelope was mailed. Graduate returns were examined to ascertain if 
the respondents were currently employed. For those graduates who 
indicated that they were currently employed an employer questionnaire 
was sent to their employer. The same remail schedule was followed 
with non-responding employers as was used with the graduate portion 
of the population. Pue to limited funds, certified letters and 
telephone calls were not utilized in this study. 
The data, after collection, was organized into subject groups 
both by employer and employee and submitted to appropriate statistical 
treatment. 
Development of the Questionnaire 
Subsequent to the selection of the problem it became necessary 
to develop a questionnaire which would allow respondents from several 
job clusters to give responses which could be treated as a group. In 
order to accomplish this task it was necessary __ ~o categorize all job 
activities into a reasonable number of skill activity areas. During 
the review of the literature a curriculum development project conducted 
by the Quincy, Massachusetts Public Schools entitled Project Able was 
found. This project conducted under a U.S. Office of Education grant 
dealt with the development of secondary school curriculum for use with 
disadvantaged youth. As a part of this project an extensive follow-up 
questionnaire had been developed. In one section of the questionnaire 
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job skills had been subdivided into nine skill areas. A number of 
questions were asked regarding these nine skill areas including their 
importance to the job and if further training was required. It was 
decided to utilize the nine categories of job skills as defined in the 
Project Able study as a starting point in the development of the ques-
tionnaire for this study. 
Following consultation with members of the Oklahoma State Depart-
ment of Vocational Education Research Coordinating Unit, Dr. James Key, 
and members of The Texas State Technical Institute staff the present 
questionnaires were developed. The questionnaires were then submitted 
to twenty members of The Texas State Technical Institute teaching fac= 
ulty on an individual basis to determine the suitability of the nine 
skill. areas chosen .for use with .graduates of a post-se.condary T.echnical 
Institute. These faculty members possessed from one to more than twenty 
years teaching experience and from three to more than fifteen years of 
industrial experience. All had been engaged in some form of industrial 
experience during the last five years. These twenty faculty members 
concurred in the selection of the nine skill items as being appropriate 
for use in the questionnaire. They also indicated that the two ques-
tions: 11 How important is the skill to the job?" and 11 Is there a need 
for further training?" would provide information that would be useful 
to them in developing future curriculum. 
Following this development and piloting process the questionnaires 
were printed and mailed out. 
The questionnaire utilized nine skill areas as follows (4): 
1. Manual job skills 
2. Job practical knowledge 
3. Job theoretical knowledge 
4. Mathematical skills 
5. Communication skills 
6. Reading and interpretive skills 
7. Clerical skills 
8. Personal relations skills 
9. Supervisory skills 
Three variables are rated across three, five point Likert Type Scales 
(17). For the employer, (1) concerns the importance of the skill for 
the job, (2) evaluating the employee on the skill, and (3) rating him 
in comparison to other employees with the same amount of time on the 
job. 
For the employee, the three Likert Type Scales involve (1) the 
importance of the skill to the job, (2) the amount of skill learned 
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at TSTI, and (3) where the greatest amount of this particular skill was 
learned. In addition, both the employer and the employee are asked 
to indicate whether or not they feel the employee needs further train-
ing in each of the areas. 
The employee is asked to rate specific aspects of his training at 
TSTI across an additional five point Likert Type Scale. A final open-
ended item is included on each questionnaire to allow the respondent 
to make any comments he feels are pertinent. 
Variables 2 and 3 for both the employer and the employee were 
included in the questionnaire together with certain other items for 
use by The Texas State Technical Institute and will not be reported 
or dealt with in this study. 
Included in the appendix are a list of the programs offered by 
The Texas State Technical Institute which had graduates during the 
1970-71 academic year and a list of their programs having graduates 
included in the respondent group. 
Statistical Procedure 
Frequency distributions and percentages are given on data col-
lected. In the case of the i tern of importance 9.f skill to the job 1 
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the employer and employee perceptions were correlated using the Pearson 
Product Moment Correlation Coefficient and the relative importance of 
the nine skills was compared utilizing The Kendall's Coefficient of 
Concordance. 
The Pearson r represents the extent to which the same individuals 
or events are related to a value scale. The raw score computational 
formula is: 
L- NEXYJ - (.[ X)(f. Y) 
r 
l/ L_-(Nr_x:") - (~ x2J L_-(N"[_X2 ) - (_[Y2 / 
The steps for computation of the Pearson rare: 
1. List all x values and paired y values. 
2. Sum all x and y values. 
J. Square all x and y values. 
4. List the cross products of all x and y pairs. 
5. Sum all xy product· v&l'\fes:. 
6. Place values derived in formula. 
The primary assumptions for the Pearson rare (1) that the re-
la.tionship is linear, (2) that an essentially normal distribution 
exists and (3) that the data reaches at least interval level (18). 
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In order to clarify the comparison of employee and employer per-
ceptions in regard to the importance of the skill to the job the 
Kendall's Coefficient of Concordance was utilized to compare the rank 
order of the skills by the two groups. 
The Kendall's Coefficient of Condordance is used to measure the 
degree of agreement among a numbe_r (k) of independent rankings of a 
set of N objects or individuals. 
The computer program utilized, calculated the Coefficient of Con-
cordance, W. In addition the program calculated a chi-square to show 
the significance of the calculated W. The null hypothesis posited 
by the chi-square is that the two groups are unrelated. The computa~ 
tional formula for the Kendall's Coefficient of Concordance, W, is 
as follows: 
s 
w 
1 k 2 ( 3 ) N -N -k~T 
12 T. 
where s sum of squares of the observed deviations from the 
sen ~ Rj J mean of R., that is, R. -J J N 
k number of sets of rankings, e.g., the number of 
judges. 
N number of entities (objects or individuals) ranked. 
maximum possible sum of the squared deviations, 
i.e., the sums which would occur with perfect 
agreement among k rankings (20). 
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The correction for ties is: 
(t3 - t) 
T 
12 
In order to test the significance of the statistic W, a chi-square 
is calculated using the formula: 
x2 = k (N - l)W 
Procedure for computing W: 
These are the steps in the use of W, the Kendall Coefficient of 
Concordance: 
1. Let N = the number of entities to be ranked, and let k = the 
number of judges assigning ranks. Cast the observed ranks in 
a k x N table. 
2. For each entity, determine R., the sum of the ranks assigned 
J 
3. 
to that entity by the k judges. 
Determine the mean of the R .• 
J 
Express each R. as a deviation 
J 
from that mean. Square: these deviations, and sum the squares 
to obtains. 
4. The method for determining whether the observed values of 
Wis significantly different from zero depends on the size of 
N: 
a. If N is 7 or smaller, Table R gives critical value of 
s associated with W1 s significant at the .05 and .01 
levels. 
b. If N is larger than 7, either formula (9.17) or formula 
(9.18)(the latter is easier) may be used to compute a 
value of x2 whose significance, for df N ~ 1, may be 
tested by reference to Table C (20). 
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The null hypothesis stated for the chi-square used to test the 
significance of Wis that the rankings of graduates and their employers 
are unrelated. Attainment of a significant value indicates that at 
that level they are related. 
In answering the question do employers and their employee perceive 
the need for additional training in essentially the same manner, the 
Chi-square technique was chosen. The null hypothesis set forth was 
that there was no statistically significant difference in the percep-
tion of the two groups. The .05 level of significance was chosen. 
This indicates that a value for Chi-square which exceeds the 
significant value for a 2 x 2 table with one degree of freedom is J.84. 
The computational formula for chi=square given by Popham is: 
x2 ~ (Observed frequencies - Expected frequencies) 2 
Expected frequencies 
When calculated from a 2 x 2 table the Yates correction is applied 
causing the formula to appear as follows: 
x2 (Observed frequen~ies - Expect~d frequencies.~ .05) 2 
Expected frequencies 
Chi-square in this case is used to test the difference between two 
samples. 
CHAPTER IV 
PRESENTATION AND ANALYSIS OF DATA 
The purpose qf this chapter is to present and analyze the data 
collected in this study relating to the four research questions stated 
in Chapter I. Three statistical treatments were utilized to evaluate 
the data, the Pearson Product Moment Correlation Coefficient, the Chi-
square test and the Kendall's Coef~icient of Concordance. The Ken-
dall 1 s W was utilized to show the amount of agreement between employer 
and empLoyee perce~tion of the relative importance of the nine skill 
' 
' 
areas to the job. 
A mail questionnaire was developed in two forms, one for the 
graduate of The Texas State Technical Institute, the second for his 
employer. The nine skill areas examined for importance to the job and 
need for additional training are common to both forms. Additional 
items were included for use by The Texas State Technical Institute. 
Copies of the questionnaires are included in Appendix B. 
Examination of the returns provided data regarding the research 
questions stated in Chapter I. The last item on the questionnaire was 
an open-end item which allowed the respondent to expand upon the 
responses made earlier in the questionnaire if he so desired. The data 
will be presented in three sections. First, a description of the popu-
lation and the return. Second, discussion of the four research ques-
tions and third, a summary of the employer and employee comments. 
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Description of Population and Return 
The population for this study was comprised of the 1970-71 grad~~ 
ates of the James Connally Campus of The Texas State Technical Insti-
tute and the employers of those indicating that they were employed. 
Table I shows the distribution of the graduate population and return. 
TABLE I 
DISTRIBUTION OF GRADUATE POPULATION AND RETURN 
Population Return 
N = 4:03 % N = 251 % 
One-year graduates 227 56 14:8 59 
Two-year graduates 156 39 92 37 
Four-year graduates 20 5 11 4: 
Total 4:03 251 62% return 
The graduate portion of the ~'?pulation consisted of 4:03 graduates 
of the James Connally Campus of The Texas State Technical Institute for 
the school year of 1970-71. This grqup was made up of 227 graduates 
(56%) of one-year programs, 156 graduates (39%) of two-year programs 
and 20 graduates (5%) of four-year programs. The graduate return of 
251 contained 14:8 graduates (59%) of one-year programs, 92 graduates 
(37%) of two-year programs, and 11 graduates (4:%) of four-year pro-
grams. The close similarity of the break.down of the population and 
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return is an indication that the return is not unduly biased by the 
disproportional return of any one group and is representative of the 
population. 
Table II shows the distribution of the graduate return in regard. 
to current status of the graduates, i.e., employed, u~employed, continu-
ing education, or in military service. 
TABLE II 
CURRENT STATUS OF GRADUATES 
One-Year Two-Year Four-Year 
Program Programs Programs 
N = 148 % N = 92 % N = 11 % 
Employed 93 63 64 70 8 77 
Continuing Education 35 24 19 21 
Military Service 14 9 7 7 3 23 
Unemployed 6 4 2 
Total 148 92 11 
An examination of the data presented in Table II indicates that 
sixty-three per cent of the one-year program graduates are employed, 
seventy per cent of the two-year program graduates are employed, and 
seventy-five per cent of the four-year graduates are employed. This 
indicates a slight rise in the percentage of employment at each level 
of additional preparation. 
One hundred fifty-seven graduates comprising 91 per cent of the 
"' 
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total employed group indicated that they were working in areas related 
to their preparation. Five graduates comprising three per cent of the 
total employed group indicated that they were working in areas not re-
lated to their preparation. Of these five graduates four were one-year 
graduates, the other one was the graduate of a two-year program. 
Nine per cent of the graduates entered the military service. This 
nine per cent represents 23 persons. Fourteen were graduates of one-
year programs, six were graduates of two-year programs and three were 
graduates of four-year programs. 
Twenty-two per cent of the graduates continued their education. 
This group ±s composed of 35 graduates of one-year programs and 19 
graduates of two-year programs. The one and two-year program per-
centages were 23% and 21%, respectively, showing that both groups move 
approximately at the same level of persistence in acquiring new skills 
and training. 
Research Questions 
_J!ese&rch Question 1. 
How do graduates perceive the importance of the nine skill areas 
to their work and do they perceive a need for further training in the 
nine skill areas? 
Responses to this question were treated two ways. First by re-
viewing the number of responses made by graduates in regard to each 
of the nine skill areas across the five point Likert type scale em-
ployed. This was done both by number of individuals giving a specific 
\· response and by percentage of the total response to that particular 
skill area. Second, the means of all responses were computed and the 
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nine skill areas rank ordered in descending order of perceived impor-
tance of skill to the job. Tables III and V show the number of re-
sponses for each category, the mean percentage of the total response 
to each skill area, the mean score for each skill area, and its rank 
order of importance to the job. 
Table IV shows perceptions by graduates of one-year programs re-
garding the need for additional training in each of the nine skill 
areas. 
For the purpose of discussion in order to show direction the first 
two categories of response, "Of No Real Importance" and 110f Some Im-
portance," were collapsed into a single category of less than average 
importance. The middle response of "Considerable Importance" will be 
referred to as of "Average Importance" and the two upper cate~ories of 
response, 110f Major Importance" and 110f Critical Importance" were 
collapsed into a single category of 11Above Average Importance." 
Responses of graduates of one-year programs will be given first 
followed by responses of graduates of two-year programs. Responses 
made by graduates of four-year programs will be presented last. 
Responses by Graduates of One-Year Programs. In the area of 
Manual Job Skills 10 graduates (12%) indicated a perception of less 
than average importance to the job. A perception of average importance 
to the job was indicated by 19 graduates (20%) and 64 graduates (68%) 
indicated a perception of above average importance to the job. The 
mean score derived was 3.85. Manual Job Skills were ranked second 
in order of importance to the job. In regard to the question, "Do 
you need further training in this .skill ? 11 , 59 graduates (63%) indi-
cated that the'y perceived a need for fl.\rther training while 34 gradu-
TABLE III 
DISTRIBUTION OF PERCEPTibNS OF GRADUATES OF ONE-YEAR PROGRAMS REGARDING 
THE IMPORTANCE OF THE NINE SKILL AREAS TO THE JOB 
How Important Is This Skill To Your Job? 
No Real 0:f Some O:f Consid- 0:f Major 0:f Critical Mean Rank 
Importance Importance erable Im- Importance Importance Score Order 
Skill Area portance 
1 2 3 4 5 
N % N % N % N % N % 
Manual Job Skills 3 4 7 8 19 20 36 39 28 29 3.85 2 
Job Practical 
Knowledge 2 2 7 8 19 20 39 42 26 26 3.96 1 
Job Theoretical 
Knowledge 4 5 11 12 21 22 39 42 19 19 3.76 3 
Mathematical Skills 10 11 34 37 30 32 8 9 11 11 2.74 7 
Communication 
Skills 8 9 30 32 20 21 17 18 18 20 3.08 5.5 
Reading & Inter-
pretive Skills 10 11 23 25 27 29 16 17 17 18 3.08 5.5 
Clerical Skills 22 24 27 29 25 27 8 9 11 11 2.56 9 
Personal Relations 
Skills 3 3 13 14 26 28 25 27 26 28 3.62 4 
Supervisory Skills 19 20 27 29 25 27 10 11 12 13 2.67 8 l'Q 
'° 
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ates (37%) indicated that they did not perceive a need for further 
training. 
In the area of Job Practical Knowledge nine graduates (10%) indi-
cated a perception of less than average importance to the job. A per-
ception of average importance to the job was indicated by 19 graduates 
(20%) and 65 graduates (68%) indicated a perception of above average 
importance to the job. The mean score derived was 3.97. Job Practical 
,·_, 
Knowledge was ranked first in order of importance to the job. In re-
gard to the question, "Do you need further training in this skill?", 
66 graduates (71%) indicated that they perceived a need for further 
training while 27 graduates (29%) indicated that they did not perceive 
a need for further training. 
TABLE IV 
PERCEPTIONS OF ONE-YEAR GRADUATES IN REGARD 
TO NEED FOR FURTHER TRAINING 
Further Training Required 
Skill Area Yes No 
N % N 
Manual Job Skills 59 63 34 
j Job Practical Knowledge 66 71 27 
Job Theoretical Knowledge 59 63 34 
Mathematical Skills 44 47 49 
Communication Skills 54 58 37 
Reading & Interpretative Skills 55 59 38 
Clerical Skills 52 56 41 
Personal Relations Skills 55 59 38 
Supervisory Skills 66 71 27 
96 
'37 
29 
37 
53 
42 
41 
44 
41 
29 
31 
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In the area of Job Theoretical Knowledge 15 graduates (17%) indi-
cated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 21 gradu-
ates (22%) and 58 graduates (61%) indicated a perception of above-·aver-
age importance to the job. The mean score derived wa.s 3. 76. Job 
Theoretical Knowledge was ranked third in order of importance to the 
job. In regard to the question, 11 Do you need further training in this 
skill?", 59 graduates (63%) indicated that they perceived a heed for 
further training while 34 graduates (37%) indicated that they did not 
perceive a need for further training. 
In the area of Mathematical Skills 44 graduates (48%) indicated a 
perception of less than average importance to the job. A perception of 
average importance to the job was indicated by JO graduates (32%) and 
19 graduates (20%) indicated a perception of above average importance 
to the job. The mean score derived was 2.74. Mathematical Skills were 
ranked seventh in order of importance to the job. In regard to the 
question, "Do you need further training in this skill?", 44 graduates 
(47%) indicated that they perceived a need for further training while 
49 (53%) indicated that they did not perceive a need for further 
training. 
In the area of Communication Skills 38 graduates (41%) indicated 
a perception of less than average importance to the job. A perception 
of average importance to the job was indicated by 20 graduates (21%) 
and 35 graduates (38%) indicated a perception of above average impor-
tance to the job. The mean score dericed was 3.07. Communication 
skills were ranked five and one-half in order of importance to the 
job. In regard to the questions, "Do you need further training in 
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this skill?", 54 graduates (58%) indicated that they perceived a need 
for further training while 39 graduates (42%) indicated that they did 
not perceive a need for further training. 
In the area of Reading and Interpretive Skills 33 graduates (36%) 
indicated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 27 gradu-
ates (29%) and 33 graduates (J6%) indicated a perception of above 
average importance to the job. The mean score derived was 3.07. Read-
ing and Interpretive Skills were ranked five and one-half in order of 
importance to the job. In regard to the question, PDo you need ;further 
training in this skill?", 55 graduates (59%) indicated that they per-
ceived a need for further training. 
In the area of Clerical Skills 49 graduates (53%) indicated a per-
.ception of less than average importance to the job. A perception of 
average importance to the job was indicat-ed by 25 graduates (27%) and 
19 graduates (20%) indicated a perception of above average importance to 
the job. The mean score derived was 2.56. Clerical Skills were ranked 
ninth in order of importance to the job. In regard to the question, 
11 Do you need further training in this skill?", 52 graduates (56%) 
indicated that they perceived a need for further training while 41 
graduates (44%) indicated that they did not perceive a need for further 
training. 
In the area of Personal Relations Skills 16 graduates (17%) indi-
cated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 26 gradu-
ates (28%) and 51 graduates (55%) indicated a perception of above aver-
age importance to the job. The mean score derived was 3.62. Personal 
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Relations Skills ranked fourth in order of importance to the job. In 
regard to the question, 11Do you need further training in this skill?", 
55 graduates, (59%) indicated that they perceived a need for further 
training while 38 graduates (41%) indicated that they did not perceive 
a need for further training. 
In the area of Supervisory Skills 46 graduates (49%) indicated 
a perception of less than average importance to the job was indicated 
by 25 graduates (27%) and 22 graduates (24%) indicated a perception of 
above average importance to the job. The mean score derived was 2.67. 
Supervisory Skills were ranked eighth in order of importance to the 
job. In regard to the question, 11 Do you need further training in this 
skill?", 66 9raduates (71%) indicated that they perceived a need for 
further training while 27 graduates (29%) indicated that they did not 
perceive a need for further training. 
Responses by Graduates of Two-Year Programs. In the area of 
Manual Job Skills 16 graduates (28%) indicated a perception of less 
than average importance to the job. A perception of average importance 
to the job was indicated by 17 graduates (28%) and 28 graduates (44%) 
indicated a perception of above average importance to the job. The 
mean score derived was 3.28. Manual Job Skills were ranked fourth 
in order of importance to the job. In regard to the question, "Do 
you need further training in this skill?", 39 graduates (64%) indi-
cated that they perceived a need for further training while 22 grad-
uates (36%) indicated that they did .not perceive a need for further 
training. 
In the area of Job Practical Knowledge eight graduates (14%) 
indicated a perception of less than average importance to the job. 
TABLE V 
DISTRIBUTION OF PERCEPTIONS OF GRADUATES OF TWO-YEAR PROGRAMS REGARDING 
THE IMPORTANCE OF THE NINE SKILL AREAS TO THE JOB 
How Important Is This Skill To Your Job? 
No Real Of Some Of Consid- Of Major Of Critical Mean Rank 
Importance Importance erable Im- Importance Importance Score Order 
Skill Area tance 
1 2 3 4 5 
N % N % N % N % N % 
Manual Job Skills 8 14 8 14 17 28 15 25 13 22 3.28 4 
Job Practical 
Knowledge 3 4 4 7 11 18 20 33 23 38 3.92 1 
Job Theoretical 
Knowledge 4 7 9 15 11 18 19 32 18 28 3.62 2 
Mathematical Skills 7 12 24 40 13 22 10 14 7 12 2.77 8 
Communication 
Skills 9 15 14 23 15 25 12 19 11 18 3.20 6 
Reading & Inter-
pretive Skills 9 15 10 17 13 22 17 26 12 20 3.21 5 
Clerical Skills 16 27 20 33 12 20 10 16 3 4 2.41 9 
Personal Relations 
Skills 3 4 9 15 13 22 23 37 13 22 3.56 3 
Supervisory Skills 10 17 18 28 12 20 10 17 11 18 2.90 7 
w 
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A perception of average importance to the job was indicated by 11 
graduates (18%) and 43 graduates (71%) indicated a perception of above 
average importance to the job. The mean score derived was 3.92. Job 
Practical Knowledge was ranked first in order of importance to the 
job. In regard to the question, 11 Do you need further training in this 
skill?", 39 graduates (64%) indicated that they perceived a need for 
further training while 22 graduates (36%) indicated that they did not 
perceive a need for further training. 
In the area of Job Theoretical Knowledge ,15 graduates (22%) indi-
cated a perception of less than average importance to the job. A 
perception of average importance to the job was indicat~d by 11 gradu-
ates (18%) and 37 graduates (60%) indicated a perception of above 
average importance to the job. The mean score derived was 3.62. Job 
Theoretical Knowledge was ranked second in order of importance to the 
job. In regard to the question, 11 Do you need further training in this 
skill?", 25 graduates (4196) indicated, that they perceived a need for 
further training while 36 graduates (5996) indicated that they did not 
perceive a need for further training. 
In the area of Mathematical Skills 31 graduates (5296) indicated 
a perception of less than average importance to the job. A perception 
of average importance to the job was indicated by 13 graduates (2296) 
and 17 graduates (28%) indicated a perception of above average impor-
tance to the job. The mean score derived was 2.77. Mathematical 
Skills were ranked eighth in order of importance to the job. In regard 
to the question, "Do you need further training in this skill?H, 26 
graduates (4396) indicated that they perceived a need for further 
training while 35 graduates (5796) indicated that they did not perceive 
a need for further training. 
TABLE VI 
PERCEPTIONS OF TWO-YEAR GRADUATES IN REGARD 
TO NEED FOR FURTHER TRAINING 
Further Training Required 
Skill area 
Manual Job Skills 
Job Practical Knowledge 
Job Theoretical Knowledge 
Mathematical Skills 
Communication Skills 
Reading & Interpretive Skills 
Clerical Skills 
Personal Relations Skills 
Supervisory Skills 
N 
39 
39 
25 
26 
39 
33 
25 
32 
37 
Yes No 
64 
64 
41 
43 
64 
54 
41 
52 
61 
N 
22 
22 
36 
35 
22 
28 
36 
29 
24 
36 
36 
59 
57 
36 
46 
59 
48 
39 
In the area of Communication Skills 25 graduates (38%) indicated 
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a perception of less than average importance to the job. A perception 
of average importance to the job was indicated by 15 graduates (25%) 
and 23 graduates (37%) indicated a perception of above average impor-
tance to the job. The mean score derived was 3.19. Communication 
Skills were ranked sixth in order of importance to the job. In regard 
to the question, 11 Do you need further training in this skill?", 33 
graduates (64%) indicated that they perceived a need for further train-
ing while 22 graduates (36%) indicated that they did not perceive a 
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need for further training. 
In the area of Reading and Interpretive Skills 19 graduates (32%) 
indicated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 13 gradu-
ates (22%) and 29 graduates (48%) indicated a perception of above aver-
age importance to. the job. The mean score derived was 3.21. Reading 
and Interpretive Skills were ranked fifth in order of importance to 
the job. In regard to the questions, 11Do you need further training 
in this skill?", 33 graduates (54%) indicated that they perceived a 
need for further training while 28 graduates (47%) indicated that 
they did not perceive a need for further training. 
In the area of Clerical Skills J,6 graduates (60%) indicated a 
~erception of less than average importance to the job. A perception 
of average importance to the job was indicated by 12 graduates (20%) 
and 13 graduates (20%) indicated a perception of above average impor-
tance to the job. The mean score derived was 2.41. Clerical Skills 
were ranked ninth in order of importance to the job. In regard to the 
question, 11Do you need further training in this skill?", 25 graduates 
(41%) indicated that they perceived a need for further training while 
36 graduates (59%) indicated that they did not perceive a need for 
further training. 
In the area of Personal Relations Skills 12 graduates (19%) indi-
cated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 13 gradu-
ates (20%) and 36 graduates (61%) indicated a perception of above 
avera:g~ importance to the job. The mean score derived was 3.56. Per-
sonal Relations Skills were ranked third in order of importance to the 
job. In regard to the question, 11Do you need further training in 
this skill?", 32 graduates (52%) indicated that they perceived a need 
for further training while 29 graduates (48%) indicated that they did 
not perceive a need for further training. 
In the area of Supervisory Skills 28 graduates (44%) indicated 
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a perception of less than average importance to the job. A perception 
of average importance to the job was indicated by 12 graduates (19%) 
and 21 graduates ( .37%) indicated a perception of above average impor-
tance to the job. The mean score derived was 2.90. Supervisory 
Skills were ranked seventh in order of importance to the job. In 
regard to the question 11Do you need further training in this skill?", 
37 graduates (61%) indicated that they perceived a need for further 
training while 24 graduates (39%) indicated that they did not perceive 
a need for further training. 
Responses by Graduates of Four-Year Programs. In the area of 
Manual Job Skills one graduate (12%) indicated a perception of less 
than average importance to the job. A perception of average importance 
to the job was indicated by four graduates (SO%) and three graduates 
(38%) indicated a perception of above average importance to the job. 
The mean score derived was 3.25. Manual Job Skills were ranked eighth 
in order of importance to the job. In regard to the questiDn, "Do you 
need further training in this skill?", one graduate (12%) indicated 
that he perceived a need for further training while seven graduates 
(88%) indicated that they did not perceive a need for further training. 
In the area of Job Practical Knowledge none indicated a perception 
of less than average importance to the job. A perception of average 
importance to the job was indicated by two graduates and six graduates 
TABLE VII 
DISTRIBUTION OF PERCEPTIONS OF G:RADUATES OF FOUR-YEAR PROGRAMS REGARDING 
THE IMPORTANCE OF THE NINE SKILL AREAS TO THE JOB 
How Important Is This Skill To Your Job? 
No Real Of Some Of Consid- Of.Major Of Critical Mean Rank 
Skill Area Importance Importance erable Im- Importance Importance Score Order portance 
1 2 3 4 5 
N % N % N % N % N % 
Manual Job Skills 1 12 4 50 2 25 1 13 3.25 8 
Job Practical 
Knowledge 2 25 3 37 3 38 4.13 3.5 
Job Theoretical 
Knowledge 3 37 5 63 4.25 2 
Mathematical Skills 3 37 3 38 2 25 3.13 9 
Communication 
Skills 2 25 2 25 4 50 4.00 5 
Reading & Inter-
pretive Skills 1 13 5 62 2 25 4.13 3.5 
Clerical Skills 1 12 3 38 1 12 3 38 3.75 6.5 
Personal Relations 
Skills 4 50 4 50 4.50 1 
Supervisory Skills 1 12 1 12 1 12 1 13 4 50 3.75 6.5 
w 
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indicated a perception of above average importance to the job. The 
mean score derived was 4.13. Job Practical Knowledge was ranked three 
and one half in order of importance to the job. In regard to the ques-
tion "Do you need further training in this skill?", five graduates 
(63%) indicated that they perceived a need for further training while 
three graduates (37%) indicated that they did not perceive a need for 
further training. 
; ·. 
' 
TABLE VIII 
PERCEPTIONS OF FOUR-YEAR GRADUATES IN REGARD 
TO NEED FOR FURTHER TRAINING 
Further Training Required 
Yes No 
Skill Areas N % N % 
Manual Job Skills l 12 7 88 
Job Practical Knowleqge 5 63 3 37 
Job Theoretical Knowledge 7 88 l 12 
Mathematical Skills 4 50 4 50 
Communication Skills 4 50 4 50 
Reading & Interpretive Skills 7 88 l 12 
Clerical Skills 3 37 5 63 
Personal Relations Skills 5 63 3 37 
Supervisory Skills 7 88 l 12 
In the area of Job Theoretical Knowledge none indicated a percep-
tion of less than average importance to the job. A perception of aver-
age importance to the job was indicated by three graduates (37%) and 
fice graduates (63%) indicated a perception of above average importance 
to the job. The mean score derived was 4:.25. ,Job Theoretical know-
ledge was ranked second in order of importance to the job. In regard 
to the question. "Do you need further training in this skill?", seven 
graduates (88%) indicated that they perceived a need for further train-
ing while one student (12%) indicated that he did not perceive a need 
for further training. 
In the area of Mathematical Skills three graduates (37%) indicated 
a perception of less than average importance to the job. A perception 
of average importance to the job was indicated by three graduates (38%) 
and two graduates (25%) indicated a perception of above average impor-
tance to the job. The mean score derived was 3.13. Mathematical 
Skills ranked ninth in order of importance to the job~ In regard to 
the question,nDo you need further training in this skill? 11 , seven 
graduates (88%) indicated that they perceived a need for further train-
ing while one graduate (12%) indicated that he did not perceive a need 
for further training. 
In the area of Communication Skills two graduates (25%) indicated 
a perception of less than average importance to the job. No one indi-
cated a perception of average importance to the job. The mean score 
derived was 4:.oo. Communication Skills was ranked fifth in order of 
importance to the job. In regard to the question, "Do you need further 
training in this skill ? 11 , four graduates (50%) indicated that they 
perceived a need for further training while four graduates (50%) indi-
cated that they did not perceive a need for further training. 
In the area of Reading and Interpretive Skills no one indicated a 
perception of less than average importance to the job. A perception 
of average importance to the job was indicated by one graduate (12%) 
and seven graduates (88%) indicated a perception of above average im-
portance to the job. The mean score derived was 4.13. Reading and 
Int~rpretive Skills was ranked three and one-half in order of impor-
tance to the job. In regard to the question, 11Do you need further 
training in this skill?", seven graduates (88%) indicated that they 
perceived a need for further training while one graduate (12%) indi-
cated that he did not perceive a need for further training. 
In the area of Clerical Skills one student (12%) indicated a per-
ception of less than average importance to the job. A perception of 
average importance to the job was indicated by three graduates (38%) 
and four graduates (50%) indicated a perception of above average impor-
tance to the job. The mean score derived was 3.75. Clerical Skills 
was ranked six and one-half in order of importance to the job. In 
regard\.tO the question, 11 Do you need further training in this skill?VY, 
three graduates (37%) indicated that they perceived a need for further 
training while five graduates (63%) indicated that they did not per-
ceive a need for further training. 
In the area of Personal Relations Skills no one indicated a per-
ception of less than average importance to the job. A perception of 
average importance was not indicated by anyone, and eight graduates 
(100%) indicated a perception of above average importance to the job. 
The mean score derived was 4.50. Personal Relations Skill was ranked 
first in the order of importance to the job. In regard to the question, 
11 Do you need further training in this skill ? 11 , five graduates (63%) 
indicated that they perceived a need for further training while three 
graduates (37%) indicated that they did not perceive a need for further 
training. 
Jn the area of Supervisory Skills two graduates (25) indicated a 
perception of less than average importance to the job. A perception 
of average importance to the job was indicated by one graduate (12%) 
and five graduates (63%) indicated a perception of above average im-
portance to the job. The mean score derived was 3.75. Supervisory 
Skills was ranked six and one-half in order of importance to the job. 
In regard to the question, "Do you need further training in this 
skill?", seven graduates (88%) indicated that they perceived a need 
for further training while one graduate (12%) indicated that he 
did not perceive a need for further training. 
Graduate returns were examined upon receipt to ascertain if the 
graduates were employed. For those graduates :indicating that they 
were employed a questionnaire was mailed to their employers. A total 
of 102 employers (63%) repli,ed to the questionnaire. Of those, 61 
(60%) were employers of graduates of one-year programs, 39 (38%) were 
employers of graduates of two-year programs and two (2%) were em-
ployers of graduates of fouF-year programs. 
Research Question 2. 
How do employers perceive the importance of the nine skill areas 
to the job and do they perceive a need for further training in the 
nine skill areas? 
.. 
TABLE IX 
DISTRIBUTION OF EMPLOYER POPULATION AND RETURN 
Population Return 
N = 162 % N = 102 % 
Etnployers of Graduates of 
One-Year Programs 93 57 61· 60 
Employers of Graduates of 
Two-Year Programs 61 38 39 38 
Employers of Graduates of 
Four-Year Programs 8 5 2 2 
Total 162 102 
Total Return 60% 
Responses to this question were examined two ways. First, by re-
viewing the number of responses made by employers in regard to each of 
the nine skill areas across the five point Likert type scale employed. 
This was done both by,number of individuals giving a specific response 
and by percentage of the total response to ·that particular skill area. 
Second, 'the means of all responses were computed and the nine skill 
areas rank ·ordered in descending order of perceived importance of the 
v1.. 
skill to the job. Tables IX and XI show the number of responses for 
each category, the percentage of the total response to each skill area, 
the mean score for each skill area and its rank order of importance to 
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the job. Tables X and XII show perceptions by employers regarding the 
need for further training in each of the nine skill areas. 
For the purposes of discussion in order to show direction the 
first two categories of response, Of No Importance and Of Some Impor-
tance, were collapsed into a single category of less than average im-
portance. The middle response Of Considerable Importance will be 
referred to as of average importance and the two upper categories of 
response, Of Major Importance and Of Critical Importance, were collapsed 
into a single category of above average importance. 
Responses by employers of graduates of one-year programs will be 
given first followed by responses of employers of graduates of two-
year programs. Responses by employers of graduates of four-year pro-
grams were not included due to the small number of returns. (N - 2). 
Responses Made by Employers of Graduates of One-Year Programs. In 
the area of Manual Job Skills three employers (5%) indicated a percep-
tion of .less than average importance to the job. A perception of 
average importance to the job was indicated by eight employers (13%) 
and 50 employers (82%) indicated a perception of above importance to 
the job. The mean score derived was 4.15. Manual Job Skills were 
ranked first in order of importance to the job. In regard to the 
question, 11Do you feel these graduates need further training in this 
skill?", 39 employers (64%) indicated that they perceived a need for 
further training while 22 employers (36%) indicated that they did not 
perceive a need for further training. 
In the area of Job Practical Knowledge four employers (7%) indi~ 
cated a perception of less than average importance to the job. A per-
ception of average importance to the job was indicated by seven em-, 
players (11%) and 50 employers (82%) indicated a perception of above 
average importance to the job. The mean score derived was 4.07. Job 
Practical Knowledge was ranked second in order of importance to the 
TABLE X 
DISTRIBUTlON OF PERCEPI'IONS BY EMPLOYERS OF GRADUATES OF ONE-YEAR PROGRAMS 
IN REGARD TO IMPORTANCE OF THE NINE SKILLS TO THE JOB 
How Important Is This Skill To His Job? 
No Real Of Some Of Consid- Of Major . Of Critical 
Importance Importance erable Im- Importance Importance 
Skill Area portarice 
1 2 .3 4 5 
N % N % N % N % N % 
Manual Job Skills 1 2 2 .3 8 1.3 26 4.3 24 .39 
Job Practical 
Knowledge 1 2 .3 5 .7 11 .30 49 20 .3.3 
Job Theoretical 
Knowledge 1 2 20 .33 .30 49 10 16 
Mathematical Skills 1.3 21 14 2.3 21 .34 12 20 1 2 
Communication 
Skills 10 16 6 10 19 .31 2!, 41 1 2 
Reading & Inter-
pretive Skills 4 7 4 7 28 46 21 j4 4 6 
Clerical Skills 9 15 7 11 24 .39 18 .30 .3 5 
Personal Relations 
Skills 1 2 5 8 16 26 20 .3.3 19 .31 
Supervisory Skills 7 11 18 .30 16 26 11 18 9 15 
Mean Rank 
Score Order 
4.15 1 
4.07 2 
.3.6o 4 
2.57 9 
.3.02 6 
.3.28 .. 5 
2.59 8 
.3.84 .3 
2.95 7 
,!:'" 
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job. In regard to the question, 11 Do you feel these graduates need 
further training in this skill?", 38 employers (62%) indicated that 
they perceived a need for further training while 23 employers (38%) 
indicated that they did not perceive a need for further training. 
In the area of Job Theoretical Knowledge one employer (2%) indi-
cated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 20 em~ 
ployers (33%) and 40 employers (65%) indicated a perception of above 
average importance to the job. The mean score derived was J.60o Job 
Theoretical Knowledge was ranked fourth in order of importance to the 
job. In regard to the question, 11 Do you feel these graduates need 
further training in this skill ?1 1, 40 employers ( 66%) indicated that 
they perceived a need for further training while 21 employers (34%) 
indicated that they did not perceive need for further training. 
In the area of Mathematical Skills 27 employers (44%) indicated a 
perception of less than average importance to the job. A perception of 
average importance to the job was indicated by 21 employers (34%) and 
1.3 employers (22%) indicated a perception of above average importance 
to the job. The mean score derived was 2.57. Mathematical Skills were 
ranked ninth in order of importance to the job. In regard to the 
question, "Do you feel these graduates need further training in this 
)3kill ?", 33 employers (54%) indicated that they perceived a need for 
further training while 28 employers (46%) indicated that they did not 
perceive a need for further training. 
In the area of Communication Skills 16 employers (26%) indicated 
a perception of less than average importance to the job. A perception 
of average importance to Job.was indicated by 19 employers (31%) and 
TABLE XI 
PERCEPTIONS OF EMPLOYERS OF GRADUATES OF ONE-YEAR PROGRAMS 
REGARDING THE NEED FOR FURTHER TRAINING 
Skill Area 
Manual Job Skills 
Job Practical Knowledge 
Job Theoretical Knowledge 
Mathematical Skills 
Communication Skills 
Reading & Interpretive Skills 
Clerical Skills 
Personal Relations Skills 
Supervisory Skills 
Does He Need Further Training 
in This Skill? 
Yes No 
N % N % 
39 64 22 36 
38 62 23 38 
4o 66 21 34 
33 54 28 46 
39 64 22 36 
43 70 18 JO 
41 67 20 33 
4J 70 18 JO 
45 74 16 26 
26 employers (4Jo/o) indicated a perception of above average importance 
to the job. The mean score derived was J.02. Communication Skills 
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were ranked sixth in order of importance to the job. In regard to the 
question, "Do you feel these graduates need further training in this 
skil1? 11 1 39 employers (64%) indicated that they perceived a need for 
further training while 22 employers (36%) indicated that they did not 
perceive a need for further training. 
In the area of Reading and Interpretive Skills eight employers 
(14%) indicated a perception of less than average importance to the 
job. A perception of average importance to the job was indicated by 
28 employers (46%) and 25 employers (40%) indicated a perception of 
above average importance to the job. The mean score derived was 3.28. 
Reading and Interpretative Skills were ranked fifth in order of impor-
tance to the job. In regard to the question, 11 Do you feel these gradu-
ates need further training in this skill?", 43 employers (70%) indicated 
that they perceived a need for further training while 18 employers 
(30%) indicated that they did not perceive a need for further training. 
In the area of Clerical Skills 16 employers (26%) indicated a 
perception of less than average importance to the job. A perception 
of average importance to the job was indicated by 24 employers (39%) 
and 21 employers (35%) indicated a perception of above average impor-
tance to the jon. The mean score was 2.59. Clerical Skills were 
ranked eighth in order of importance to the job. In regard to the 
question, 11Do you :feel these graduates need further training in this 
skill?", 45 employers (74%) indicated that they perceived a need for 
further training while 16 employers (26%) indicated that they did not 
perceive a need for further training. 
In the area of Personal Relations Skills six employers (10%) 
indicated a.perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 16 em-
ployers (26%) and 39 employers (64%) indicated a perception of above 
average importance to the job. The mean score derived was J.84. Per-
sonal Relations Skills ~ere ranked third in order of importance to the 
job. In regard to the question, 11 Do you feel these graduates need fur-
ther training in this skill?", 43 employers (70%) indicated that they 
perceived a need for further training while 18 employers (30%) indi-
cated that they did not perceive a need for further training. 
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In the area of Supervisory Skills 25 employers (41%) indicated a 
perception of less than average importance to the job. A perception of 
average importance to the job was indicated by 16 employers (26%) and 
20 employers (33%) indicated a pel'.'ception of above average importance to 
the job. The mean score derived was 2.95. Supervisory Skills were 
ranked seventh in order of importance to the job. In regard to the 
question, "Do you feel these graduates need further training in this 
skill?", 45 employers (74%) indicated that they perceived a need for 
further training while 16 employers (26%) indicated that they did not 
perceive a need for further training. 
Responses Made by Employers of Graduates of Two-Year Programs. In 
the area of Manual Job Skills ten employers (27%) indicated a percep-
tion of less than average importance to the job. A perception of aver-
age importance to the job was indicated by ten employers (27%) and 19 
employers (47%) indicated a perception of above average importance to 
the job. The mean score was 3.28. Manual Job Skills were ranked 
fourth in order of importance to the job. In regard to the question, 
"Do you feel these graduates need further training in this skill?", 
18 employers (46%) indicated that they perceived a need for further 
training while 21 employers (54%) indicated that they did not perceive 
a need for further training. 
In the area of Job Practical Knowledge no one indicated a percep-
tion of less than average importance to the job. A perception of 
average importance to the job was indicated by 13 employers (34%) and 
26 employers (66%) indicated a perception of above average importance 
to the job. The mean score derived was 3.90. Job Practical Knowledge 
ranked first in order of importance to the job. In regard to the 
TABLE XII 
DISTRIBUTION OF PERCEPTIONS BY EMPLOYERS OF GRADUATES OF TWO-YEAR PROGRAMS 
IN REGARD TO IMPORTANCE OF THE NINE SKILLS TO THE JOB 
How Important Is This Skill To His Job? 
No Real Of Some Of Consid- Of Major Of Critical Mean Rank 
Importance Importance erable Im- Importance Importance Score Order 
Skill Area portance 
1 2 3 4 5 
N % N % N % N % N % 
Manual Job Skills 4 11 6 16 10 26 13 34 6 13 3.28 4 
Job Practical 
Knowledge 13 34 17 44 9 22 3.90 1 
Job Theoretical 
Knowledge 22 56 10 26 7 18 3.62 2 
Mathematical Skills 5 13 14 36 10 26 7 18 3 7 2.72 8 
Communication 
Skills 3 8 10 26 10 26 13 34 3 6 3.15 6 
Reading & Inter-
pret i ve Ski 11 s 2 6 3 8 18 46 15 38 1 2 3.26 5 
Clerical Skills 4 11 16 41 8 20 10 26 1 2 2.70 9 
Personal Relations 
Skills 6 16 15 38 12 31 6 15 3.46 3 
Supervisory Skills 4 11 8 21 15 38 9 23 3 7 2.97 7 VJ 
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question, "Do you feel these graduates need further training in this 
skill ? 11 , 20 employers (51%) indicated that they perceived a need for 
further training while 19 employers (49%) indicated that they did not 
perceive a need for further training. 
TABLE XIII 
PERCEPTIONS OF EMPLOYERS OF GRADUATES OF TWO-YEAR PROGRAMS 
REGARDING THE NEED FOR FURTHER TRAINING 
Skill Areas 
Manual Job Skills 
Job Practical Knowledge 
Job Theoretical Knowledge 
Mathematical Skills 
Communication Skills 
Reading & Interpretive Skills 
Clerical Skills 
Personal Relations Skills 
Supervisory Skills 
Does He Need Further Training 
in This Skill? 
Yess No 
N ' % N % 
18 46 21 54 
20 51 19 49 
17 44 22 56 
17 44 22 56 
22 56 17 44 
20 51 19 49 
20 51 19 49 
21 54 18 46 
22 56 17 44 
In the area of Job Theoretical Knowledge no one fndicated a per-
ception of less than average importance to the job. A perception of 
average importance to the job was indicated by 22 employers (56%) and 
17 employers (44%) indicated a perception of above average importance 
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to the job. The mean score derived was 3.62. Job Theoretical Know-
ledge ranked second in order of importance to the job. In regard to 
the question, "Do you feel these graduates need further training in 
this skill?", 17 employers (44%) indicated that they did not perceive 
a need for further training. 
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In the area of Mathematical Skills 19 employers (48%) indicated a 
perception of less than average importance to the job. A perception 
of average importance to the job was indicated by ten employers (26%) 
and ten employers (26%) indicated a perception of above average impor-
tance to the job. The mean score derived was 2.72. Mathematical Skills 
ranked eighth in order of importance to the job. In regard to the 
question, "Do you feel these graduates need further training in this 
skill?", 17 employers (44%) indicated that they perceived a need for 
further training while 22 employers (56%) indicated that they did not 
perceive a need for further training. 
In the area of Communication Skills 13 employers (34%) indicated 
a perception of less than average importance to the job. A perception 
of average importance to the job was indicated by ten employers (26%) 
and 16 employers (40%) indicated a perception of above average impor-
tance to the job. The mean score derived was 3.15. Communication 
Skills ranked sixth in order of importance to the job. In regard to 
the question, "Do you feel these graduates need further training in 
this skill?", 22 employers (56%) indicated that they perceived a need 
for further training while 17 employers (44%) indicated that they did 
not perceive a need for further training. 
In the area of Reading and Interpretive Skills five employers 
(14%) indicated a perception of less than average importance to the 
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job. A perception of average importance to the job was indicated by 
18 employers (1±6%) and 16 employers (40%) indicated a perception of 
above average importance to the job. The mean score derived was 3.26. 
Reading and Interpretive Skills ranked fifth in order of importance to 
the job. In regard to the question, 11 Do you feel these graduates need 
further trainitig in this skill?", 20 employers (51%) indicated that 
they perceived a need for further training while 19 employers (49%) 
indicated that they did not perceive a need for further training. 
In the area of Clerical Skills 20 employers (52%) indicated a 
perception of less than average importance to the job. A perception 
of average importance to the job was indicated by eight employers 
(20%) and 11 employers (28%) indicated a perception of above average 
importance to the job. The mean score derived was 2.70. Clerical 
Skills was ranked ninth in order of importance to the job. In regard 
to the question, 11Do you feel these graduates need further training 
in this skill?", 20 employers (51%) indicated that they perceived a 
need for further training while 19 employers (49%) indicated that they 
did not perceive a need for further training. 
In the area of Personal Relations Skills six employers (16%) 
indicated a perception of less than average importance to the job. A 
perception of average importance to the job was indicated by 15 employ-
ers (38%) and 18 employers (46%) indicated a perception of above aver-
age importance to the job. The mean score derived was J.46. Personal 
Relations Skills ranked third in order of importance to the job. In 
regard to the question,"Do you feel these graduates need further 
training in this skill?", 21 employers (54%) indicated that they per-
ceived a need for further training while 18 employers (46%) indicated 
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that they did not perceive a need for further training. 
In the area of Supervisory Skills 12 employers (31%) indicated a 
perception of less than average importance to the job. A perception of 
average importance to the job was indicated hy 15 employers (38%) and 
12 employers (31%) indicated a perception of above average importance 
to the job. The mean score derived was 2.97. Supervisory Skills 
ranked seventh in order of importance to the job. In regard to the 
question, 11 Do you feel these graduates need further training in this 
skill?", 22 employers (56%) indicated that they perceived a need for 
further training while 17 employers (4A%) indicated that they did not 
perceive a need for further training. 
Research Question 3. 
How do employer and employee perceptions of the importance of the 
skill to the job compare? 
Two treatments were chosen to indicate the degree of agreement or 
disagreement in regard to employer and employee perception of the im-
portance of the nine skill areas to the job. They were the Pearson 
Product Moment Correlation Coefficient and the Kendall's Coefficient 
of Concordance. 
The Pearson Product Moment Correlation Coefficient was used to 
compare each of the skill areas separately. For graduates of one-year 
programs and their employers Table XIV shows the following information: 
Seven of the nine skill areas reached a value which it was ascertained 
was statistically significant at the .05 level. This does not imply 
causation. It simply indicates that graduates of one-year programs and 
their employers view the importance of the nine skill levels in essen-
TABLE XIV 
PEARSON PRODUCT MOMENT CORRELATION COEFFICIENT VALUES DERIVED FROM COMPARED 
EMPLOYER AND EMPLOYEE PERCEPTION ON IMPORTANCE OF SKILL TO JOB 
Skill Areas One-Year Programs Two-Year Programs 
Significant Significant 
Manual Job Skills .85 Yes .29 No 
Job Practical Knowledge .09 No .25 No 
Job Theoretical Knowledge .60 Yes .33 Yes 
Mathematical Skills .37 Yes .31 No 
Communication Skills .29 Yes -.01 No 
Reading & Interpretive Skills .29 Yes .• 26 No 
Clerical Skills .32 Yes .29 No 
Personal Relations Skills .29 Yes .37 Yes 
Supervisory Skills .21 No .47 Yes 
.05 Value for One-Year Programs .27 
.05 Value for Two-Year Programs .32 
\.JI 
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tially the same manner. The two areas which did not attain statistical 
significance at'the .05 level were Job Practical Knowledge and Super-
visory Skills. This does not necessarily indicate that the employer 
and his employee are in disagreernant as to the'importance of these 
skills. It does indicate that there is a possibility that the agree-
ment or disagreement occurred by chance. 
The Kendall's Coefficient of Concordance is used to show the de-
gree of agreement of the independent rankings of two or more groups in 
regard to two or more items, or persons. Table XV shows the relative 
importance of the nine skill areas to the job as perceived by graduates 
of one-year programs and their empcloyers. Means were computed and 
graphed in Table XV,.· in addition the arithmetic means were shown and 
the rank order developed and shown for each of the skill areas. The 
Kendall's Coefficient of Concordance, W, for one-year prpgrams was .96, 
which indicates a very high level of agreemeht between graduates and 
their employers in regard to the relative importance of the nine skill 
areas to the job. 
The significance of the statistic W was tested by computing a 
x2 • The null hypothesis, Ho, posited for the Kendall's chi-square test 
in that the K rankings are unrelated. Therefore, a significant chi-
square value would indicate that the rankings are related in a statis-
tically significant manner. 
The W, calculated. for one-year programs was significant at t~e .06 
level indicating that this degree of agreement could have occurred by 
chance only six times out of 100. 
The Pearson Product Moment Correlation Coefficient values calcu-
lated for graduates of two-year programs and their employers reached 
•• 5 
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TABLE XV 
EMPLOYER-EMPLOYEE ~ERCEPTIONS OF RELATIVE IMPORT-
ANCE OF THE NINE SKILL AREAS TO THE JOB 
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· Employees------
Employers--------------
2.0 
1 2 3 4 5 
Skill Areas 
1. Manual Job Skills 
2. Job Practical Knowledge 
3. Job Theoretical Knowledge 
4. Mathematical Skills 
5. Communications Skills 
6. Reading & Interpretive Skills 
7. Clerical Skills 
8. Personal Relations Skills 
9. Supervisory Skills 
6 7 
Employers 
Mean Rank 
4.15 1 
4.07 2 
3.60 4 
2.57 9 
3.02 6 
3.28 5 
2.59 8 
3.84 3 
2.95 7 
8 9 
Employees 
Mean Rank 
3.85 2 
3.97 1 
3.76 3 
2.74 7 
3.08 5.5 
3.08 5.5 
2.56 9 
3.62 4 
2.67 8 
Kendall's Coefficein2 of Concordance 
. W= .96 K • 15~30 Significance reached at .06 level 
the .05 level of significance in only three areas, Job Theoretical 
Kndwledge, Personal Relations Skills, and Supervisory Skills. The 
other six skill areas do not reach the .05 level though' several do 
reach significance between .05 and .10. 
In this particular case the Pearson Product Moment Correlation 
Coefficient which deals with matched pairs of subjects presents the 
reader with a statistic which could easily be misconstrued as it 
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shows rather low levels of agreement. The computed means on the other 
hand and the comparison of rank ordering of the nine skills by graduates 
and their employers shows a much higher level of agreement. 
The Kendall's Coefficient of Concordance W, for two-year programs 
was 1.00. This indicates that graduates of two-year programs and their 
employers ranked the nine skills in exactly the same order in reg·ard to 
relative importance of the skills to the job. The chi-square computed 
to test the significance of the statistic W, was 16.00 This value 
indicates that the Kendall's Coefficient of Concordance is significant 
at the .05 level. That is to say this degree of agreement could have 
occurred by chance only, five times out of 100. 
Research Question 4. 
How do employer and employee perceptions on the need for further 
training compare? 
The chi-square test was chosen to examine the responses of gradu-
ates and their employers. The null hypothesis set forth was that there 
was no difference in the perceptions of employees and their employers 
in regard to the need for further training. The .05 level of rejection 
was chosen which would mean that a significant value would emerge only 
4.5 
4.0 
3.5 
3.0 
2.5 
TABLE XVI 
EMPLOYER-EMPLOYEE PERCEPTIONS OF RELATIVE IMPORT-
ANCE OF TJtE NINE SKILL AREAS TO THE JOB 
'l'WO YEAR PROGRAMS 
60 
Employees 
-------
2.0 
1 2 3 4 5 
Skill Areas 
1. Manual Job Skills 
2. Job Practical Knowledge 
3. Job Theoretical Knowledge 
4. Mathematical Skills 
5. Connnunication Skills 
6. Reading & Interpretive Skills 
7. Clerical Skills 
8. Personal Relations Skills 
9. Supervisory Skills 
Employers----------------
6 7 
Employers 
Mean Rank 
3.28 4 
3. 90 1 
3.62 2 
2. 72 8 
3 .15 6 
3.26 5 
2.70 9 
3.46 3 
2.97 7 
8 9 
Employees 
Mean Rank 
3.28 4 
3.92 1 
3.62 2 
2.77 8 
3.20 6 
3.21 5 
2.41 9 
3.56 3 
2.90 7 
Kendall's Coeffici~nt of Concordance 
W= 1.00 X = 16.00 Significance reach~d at .05 level 
TABLE XVII 
CHI-SQUARE VALUES DERIVED FROM COMPARISON OF EMPLOYER AND 
EMPLOYEE PERCEPTION OF NEED FOR ADDITIONAL TRAINING 
Skill Areas 
Manual Job Skills 
Job Practical Knowledge 
Job Theoretical Knowledge 
Mathematical Skills 
Connnunication Skills 
Reading & Interpretive Skills-
Clerical Skills 
Personal Relations Skills 
Supervisory Skills 
One~Year Programs 
.007 
.4952 
.5324 
.9515 
.2615 
2.2054 
1.3093 
.1278 
o.o 
.05 Value for Both Programs J.84 
Two-Year Programs 
.0689 
.7942 
.2549 
.9688 
.2583 
1.3237 
J.6818 
.5944 
.0271 
No Chi-square computed for this Table reached the point .05 level of significance. 
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five times in 100 by chance. The null hypothesis failed to be rejected 
in all instances. 
This indicates that graduates of The Texas State Technical Insti-
tute and their employers view the need for additional training in the 
nine skill areas in essentially the same way. 
Summary 
In summary the data presented in this chapter indicates that 
graduates of The Texas State Technical Institute and their employers 
perceive the importance of the various skills to the job and the need 
for further training in much the same way. A comparison of the rela-
tive importance assigned to each of the skill areas by graduates and 
their employers resulted in high values for the Kendall's Coefficient 
of Correlation. The chi-square computed to ascertain the degree of 
agreement or disagreement between the two groups in regard to the need 
for further training all failed to reject the null hypothesis at the 
.05 level, thus indicating that amount of agreement between the two 
groups could have occurred by chance only five times in 100. Selected 
statements by employers, included in Appendix D, and by employees, 
included in Appendix c, indicated that for the most part both groups 
are well pleased with the training received. Several suggestions, how-
ever, were made that it was felt would improve- training opportunities 
for future students. 
CHAPTER V 
FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 
The problem for this study was the lack of data pertaining to the 
preparation of Vocational-Technical students at The Texas State Tech-
nical Technical Institute. The specific objectives involved were to 
ascertain employer and employee perception as to the imp9rtance of the 
nine skill areas to the job, the perception of need for additional 
training, and how those perceptions- compared. Data was to be analyzed 
for possible use as a curriculum change device. 
Data were collected by means of two questionnaires. The first 
was mailed to each of the 1970-71 graduates of the Ja~es Connally Cam-
pus of The Texas State~Technical Institute. The second was mailed to 
their employers. The nine skill area items and questions as to the 
importance of the skill to job and need for additional training are 
common to both questionnaires. By the closing date of the study, 
January 13, 1972, 251 graduate returns and 102 employer returns had 
been received. The return percentages were 62% for graduates and 63% 
for employers. 
Findings 
Examination of the returns revealed the following: 
Of the one-year graduates, 63% were employed, 21*% were continuing 
their education, 9% were in the military sE:?rvices, and 4% were un-
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employed. Graduates of two-year programs were distributed as follows: 
70% were employed, 21% continued their education, 7% were in the mili-
tary services, with only 2% unemployed. Of the four-year graduates 
responding 77% were employed and 23%,'were in the military. 
Examination of the data in Chapter IV indicates that graduates 
and their employers perceive the importance of the nine skill areas 
in much the same way. In a rank ordering of the nine skill areas by 
graduates of one-year programs and their employers the following rank-
ings were assigned: 
Manual Job Skills 
Job Practical Knowledge 
Job Theoretical Knowledge 
Mathematical Skills 
Commuriication Skills 
Reading & Interpretive Skills 
Clerical Skills 
Personal Relations Skills 
Supervisory Skills 
Rank Order 
Employers 
I - '-(r 2 - '-/~, 
1 
2 
Li: 
9 
6 
5 
8 
3 
7 
Employees 
I '1,·,r J. '1,. 
2 
1 
3 
7 
5.5 
5.5 
9 
Li: 
8 
Kendall's Coefficient of Concordance calculated on the mean score 
of the nine skill areas revealed a W of .96 which reached a statisti-
cally significant level at .06. 
An examination of responses by graduates.of two-year programs and 
their employers indicated almost complete agreement as to the import-
ance of the nine skills to the job. In a rank ordering of the nine 
skill areas by graduates of two-year programs and their employers the 
following rankings were assigned: 
Manual Job Skills 
Job Practical Knowledge 
Job Theoretical Knowledge 
Mathematical Skills 
Communication Skills 
Reading & Interpretive Skills 
Clerical Skills 
Personal Relations Skills 
Supervisory Skills 
Employers 
4: 
1 
2 
8 
6 
5 
9 
3 
7 
Rank Order 
Employees 
4: 
1 
2 
8 
6 
5 
9 
3 
7 
A Kendall's Coefficient of Correlation calculated for graduates 
of two-year programs and their employers revealed a W, of 1.00 which 
reached a level of statistical significance at the .05 level. 
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In regard to the question of need for further training one-year 
graduates of programs indicated that they perceived a need for further 
training in all areas except Mathematical Skills. Their employers 
indicated that they perceived a need for additional training in all 
skill areas. For graduates of two-year programs and their employers 
a check of responses revealed that graduates perceived a need for 
further training in all areas except Job Theoretical Knowledge, Mathe-
matical Skills, and Clerical Skills. Employers of graduates of two-
year programs indicated a need for further training in all areas 
except Manual Job Skills, Job Theoretical Knowledge, and Mathematical 
Skills. 
Graduates of four-year programs indicated a perception of average 
or above average importance of skill to the job for all nine of the 
skill areas~ They ranked Personal Relations Skills as the most im-
portant and Mathematical Skills as the least important. In regard to 
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the need for further training they indicated a perception of need for 
additional training in all areas except Manual Job Skills and Clerical 
Skills. Due to the small number of responses by employers of gradu-
ates of four-year programs no statistical treatments were calculated 
for them. 
Student responses on the open-end items were generally very favora-
ble. The generalizeability of the information provided by student 
comments in this case, is limited due to the small number of responses. 
However, since several students made the same general comments and 
these comments deal with general type improvements it was felt that 
they should be included and that they provided data that should be 
given consideration. Four comments in particular were made by more than 
one student and are summarized here. 
1. A need for addittonal training in welding skills. 
2. A need for more hands-on-time in the curriculum • 
. J. A need for better facilities and equipment. 
4. A need for a better job placement process. 
Employers were also given a chance to voice their opinions in 
regard to needed improvements. Once again the number of employer com-
ments was small, thereby limiting the ability of the information pro-
vided to the generalized to a larger population. For the most part 
employers were well pleased with the graduates that they had employed. 
They did, however, make the following observations. 
1. A need for a better orientation as to what to expect in the 
way of earnings and job activities upon graduation. 
2. A need for more hands-on-time in the curriculum. 
Conclusions 
The generalizability of this study is affected by three major 
limitations. First, the fact that J8 per cent of the graduates and 
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37 per cent of the employers did not return the questionnaire. Second, 
due to the short time frame, 1 October 1971 to Jl January 1972, availa-
ble for this study and the large geographical area to be cover~d it was 
not possible to conduct a follow-up of non-respondents. Third, this 
study was conducted during the period immediately following graduation 
when most of the graduates had been on the job for less than six months. 
This short time on the job would affect the viewpoint of both the 
graduates and their employers toward the importance of certain activi-
ties and the need for additional training. While this does not destroy 
the value of the data gathered it does limit its generalizability to 
other populations. This condition could possibly be improved upon in 
the future by the development and implementation of a complete con-
tinuing follow-up system. 
Based on the data presented in Chapter IV, statements of graduates, 
and statements by their employers the following conclusions were 
reached: 
1. Graduates and their employers view the importance of the nine 
skill areas to the job in essentially the same manner. 
2. Graduates and their employers view the need for additional 
training in essentially the same manner. 
J. At the present time there is a need for additional hands-on-
time in the curriculum for one and two-year programs. 
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4. For the entry type job normally gained by new graduates the 
four most important skill areas to the job were: Job Practical Know-
ledge, Job Theoretical Knowledge, Manual Job Skills, and Personal Re-
lations Skills. There exists a perceived need for additional training 
in each of the four areas. 
5. For the entry type job normally gc!,ined by new graduates the 
four least important skills were: Mathematical Skills 1 Clerical Skills 1 
Communication Skills, and Supervisory Skills. There is a perceived need 
for additional training in all areas except mathematical skills. While 
these skills are rated of less than average importance to the job 
currently held by the grad~ate additional training may contribute to 
the ability of the graduate to be promoted in the future. 
6. Inasmuch as the perceived importance of Personal Relations 
Skills increased at each level of increased preparation additional 
emphasis should be placed in this area for advanced students. 
7. At the present time there appears to be a sufficient amount of 
mathematics in the curriculum. 
8. There is a need for additional emphasis in the area of Job 
Theoretical Knowledge for one-year programs. 
Recommendations 
Based on the data obtained during this study 1 comments by gradu~ 
ates and their employers, and the conclusions drawn from analysis of 
that data the following recommendations are made. 
1. The Texas State Technical Institute should take steps to 
insure the establishment of an effective continuing follow-up system. 
2. Consideration should be given to the inclusion of more hands-
on-time in one and two-year programs. 
J. Consideration should be given to placing additional emphasis 
in the areas of Job Practical Knowledge and Manual Job Skills for one 
and two-year programs. 
4. Consideration should be given to developing orientation 
materials to acquaint the students with the importance of developing 
Personal Relations Skills, Supervisory Skills, and Communications 
Skills for their utility in providing the skills necessary for advance-
ment on the job. 
Recommendations f'or Further Study 
A second follow-up of this same group should be undertaken in 
three years to ascertain their employemnt status and perception of 
training. This could result in the development of longitudinal infor-
mation in regard to persistence in a particular job cluster and the 
transferability of training received. Effective development of the 
educational process will require both short and 1ong range studies 
of this type in the future. 
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APPENDIX A 
LETTERS OF TRANSMITTAL AND INSTRUCTION 
7? 
TEXAS 
~ b&1U1.~ campus 
TE TECHNICAL STITUTE 
· . WACO. TEXAS 76705 
OFFICE OF THE VICE PRESIDENT 
October 25 1 1971 
Dear Graduate: 
Texas State Technical Institute needs your help. At Texas 
State Technic.al Institute we are interested in providing the most 
effective up-to-date training possible. In order to provide this 
type of training it is necessary to constantly ~hange and improve 
our course offerings. As a -Gee:8Rt graduate ~ aew ~ee your 
opinion as to the adequacy of the. training received at the Texas 
State Technical Institute would be of great value to the institu· 
tion and future students who will attend the Texas State Technical 
Institute. 
We would appreciate it very much if you would complete the 
enclosed questionaire and return it in the self-addressed pre• 
stamped envelope provided. This information will be kept strict-· 
ly confidential and used for educational improvement purposes only. 
By completing and returning this questionaire you will have been 
of great service to the Texas State Technical Institute and its 
future students. 
We. are proud of each of you who has graduated from TSTI and 
are our.representatives to the world of industry. Your taking 
time to complete and return this questionaire is deeply appreciated. 
TEACHING 
Sincerely yours, 
9~ 
Jack E. Tompkins 
Vic.e President 
TOMORROW'S TECHNICIANS TO O A Y 
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·~ ,b&-/t}t.~· campus 
:A. TE TECHNICAL . / STITUTE 
WACO, TEXAS 76705 
TEXAS 
OFFICE OF THE VICE PRESIDENT 
December 6, 1971 
Dear Graduate: 
Texas State Technical Institute needs your help. At Texas 
State Technical Institute we are interested in providing the mcst 
effective up-to-date training possible. In order to provide this 
type of training it is necessary to constantly change and imprcve 
our course offerings. As a recent graduate and new employee y~ur 
opinion as to the adequacy of the training received at the Texas 
State Technical Institute would. be of great value to the institu-
tion and future students who will attend the Texas State Techn:~cal 
Institute. 
We would appreciate it very much if you would complete the 
enclosed questionaire an~ return it in the self-addressed pre-
stamped envelope provided. This information will be kept strict· · 
ly confidential and used for educational improvement purposes only. 
By completing and returning this questionaire you will have be1m 
of great service to the Texas State Technical Institute and itn 
future students. 
We are proud of each of you who has graduated from TSTI and 
are our representatives to the world o'f industry. Your taking 
time to complete and return this questionaire is deeply apprec,.ated. 
TEACHING 
Sincerely yours, 
r;~tk-
Jack E. Tompkins 
Vice President 
TOMORROW'S TECHNICIANS T O O A Y 
7"1 
~ bmPII.~ campus 
TEXAS TE TECHNICAL STITUTE 
WACO. TEXAS 76705 
" OFFICE OF THE VICE PRESIDENT 
Ortober 25 1971 
D_ear Em1>loyer: 
Texas State Technical Institute needs your help. -A-t---~&-
---&ta-te--'l'ea-lta~e--a.l.rfn~~~we are interested in providing the most 
effective up-to-date training possible. In order to provide this 
type of training it is necessary to constantly change and improve 
our course offerings. As an employer of our graduates your opinion 
as to the adequacy of the training received, by your employee, at 
Texas State Technical Institute would be of great value to the in-
stitution and future students -who-wii:-1-att'etrd""tbe-Te'xlt'l!r''Sl:a'te 
,.l'-e~s.~:f:t'llce. 
We would appreciate it very much if you would complete the 
enclosed questionaire and return it in the self-addressed pre-
stamped envelope provided. This information will be kept strict• 
ly confidential and used for educational improvement purposes 
only. By completing and returning this questionaire you will have 
been of great service to the Texas State Technical Institute and 
its future students. 
We are proud of our graduates and are gratified that you have 
chosen to employ them 4ft-yo~ Your taking time to complete 
and return this questionaire is deeply appreciated. 
TEACHING 
Sincerely yours, 
9~ 
Jack E. Tompkins 
Vice President 
TOMORROW'S TECHNICIANS TO DAY 
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DATA COLLECTION INSTRUMENTS 
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PREFACE TO DATA COLLECTION INSTRUMENTS 
At the time the questionnaire was being developed it was origi-
nally intended to use only the two questions regarding the importance 
of the nine skill areas to the job and the need for additional train-
ing. 
The researcher retained.the additional items on the two question-
naires for the use of TSTI and their findings will not be treated in 
this study. It should be noted that only the originally intended 
questions are common to both questionnaires. 
Ila• of Emplo,.r ___________________ _ If not e.plo,ed plHH indlcat• •t•tu1 be1-. 
Circl• OM, 
Addrau of !•plo,-E';..._ __ 1-, .. - ,--------------=c"'lt-,------,s""«-,t-.-----=z""1,-c""od""•- 1 Coatinuin1 lducation 
.Job Tlth'-------------------------
1 .. of I_._dlate,ilupenllor, __________________ _ 
KAIIUAL JOI SKILLS, bfer1 to 
1klll •t ustn1 or operatin1 tooll, 
•quipu.nt, uterlall,ucbln••, •tc. 
in your vork 
JOI PRACTICAL la«NLEDG!, bferl to 
practical everyday knovled.1• of work 
proc•H••· uthocl•, procedur••,•tc. 
JOI THIOR!TICAL XM:JWU:00!. hfera to 
lcn.ov~ed1• of bade prlnciplu •nd 
conc•pta unclerlytn1 th• pnctlcd 
trad• work. 
MATH!MATICAL SICILLS. Refer, to eblllty 
to uH •rithmetic or hlgh•r •athe11.atica 
to ·•olve work probl•m•. 
Cottrull'ICATIOK St:ILLS. ltefera to 1kill 
at .•P••kin1,vrttln1, draftln1, akatcbtn1, 
ate., to ca-unlc•t• ld•H, 
READING AND tNTIIPl!TIVE SKILLS, bfera 
to •kill in readlns prlntad utter, 
t,1111:prtnu,tabl••, dlagr••, etc, 
CL!IICAL S.DLLS, bfera to Alll at 
kaepin1 record a, uklng out report•, 
and other types ef routine paper 
work. 
P!ISOIIAL RELATIONS SK.ILLS, hfer1 to 
1klll at dealln1 vith people, 1uch 
•• cuatmer,, co-worbr1, other 
tradaa, etc, 
SUP!IVISOI.Y SICILLS, hfarl to skill 
at auperY11tn1 others, •·I• 1 instruct• 
tns, dlrectlns, evaluating, planning, 
or1an.tdng, •tc, 
OTH!I SnLLS, Add what :,OU fut appltH 
to :,our job and l• not covered abova 
Pl•&1• ,1.,. your frank opinion about the follavtq lt•u coac8ntn1 your education at TSTI. 
1, "'••lit.,. of ln1tructlon frDlll 1ho" tn,,.ructor,, 
2, Ou&litv of lnatruction from 1c•dem.lc t••ch1r1, 
3, Condition of 1hon hctHtiu and aouiDment, 
4. ca cnnd tinn of chool 
5, V=attnna C"U1,.•lino ,nven t: ... •t:u4 
6, ,rfvan 1tnden"• to f nd 1nb1, 
7, rtun tv for extr.&•cu.,..,.fcu ar •ctiv tie• 
8, Int•re,t 1hown bv teacher• n ,tudent oroblam.1 
9, t•tion of the 1ch o in commun 
10, St:r ctne11 of 1chonl n ma nt1tn no d ac•- 1 n1 
Pleue aab any cOlal:at• you vt•b oa the nnrH •tda of th1• quHtloalln coac•raln1 chu.1H or laprow.enu 
,ou would like to , .. ll&de, 
2 Nilitar, Service 
3 Un-,lo)'N 
4 S.,lo,.d part•tiM onl~ 
x 
iX 
x 
x 
78 
c:_,_,. or Pihl --------"'""'-----------•·•to, ________ _ 
MllnH--------------------------------DQarc.at nllloP.·-----------------------------btlq hpervt•or-----------------------------
............ .._ _________ ~-------------------Jattt~.------------------------------~ 
IIOIII illporuat is thh ·,i Hou vou.ld you evaluate 
Still to ht. preaeat job? hl• on hb attlU 
rn eaeb of tbl aktll anu llmted 
-·-----
Hourl.J', ____ _ 
; l{ollf d1H1a he compare vitb 
other eatty wrlmrs WO 
have bad otblir traf.n.:l.1111 ~ 
=.:.-::::-.:: ~£~?~?~,,.{-
- ~ . ~  ~ ~ --~:;,,~~z 'N· /.,, #' '#+ ... ... ,~ •. + + ~ ••• 
/,4' ';, ',!'. ~ 0~ .t ,4, ~'.;',~0,/' ·i",~/~~~"~ . , .. :,_~. /,·ir«~~~ ,.WX0-/'~:~ · ,-~~~~ ~~-~ .}/./ 
HAE& JOI smr.s. bfan to ! .... 
~-
atf.11 at udq or op11retiq toob, 
-. 
aqul,-..t, utarlals,~hil,H, ate. 
111,-UTIIDIL'k 1· 
, 
,• IX JOI PIACTICAL IIIM.IDG!, bfaH to ;• practical aVt1r,da1 lmovledp of wort ~ P'l'DCHHa, Utboda, procHuru,atc. 
JOI 'l'W:OIITICAL IIIJWLIDIJ&, .. fal'I to 
,. D< lmawlad1• of blidc prtac:tplH and :) I coacapu undut,t.111 the prACtlcal ~· I trade wort. .. / 
NA.TmCATICAL lmLS, bfara to abtU.t1 / x to UH arlt1-tlc or ht1ber utllluitlca ~, to aol'NI wrk prablMI, 
CCIIIUllICATIOII saw. a.r.n to attll 
·x at apealr.tn11vrlttq, draftiftl, abtcbtn1, ate., to c-,JD.icata tdtiu. 
IIADIIE AID lfflUIITIVI snu.s. a.&ra ~ :X to 1ttll in nadtaa; prlattid utter, .. btu.ntata,t11bh:•, dtqnu, etc, 
CU!:UCAL HILLS, lafeH to 1ktll at x kuptn1 neotd•, ••ld.oa out nport1 1 bd othlir typH •f rouit ... piper ....... 
PIUONAi. IILATIOD IDLI.S. leferl to x 11dll at dHlln& with people, aucb u cwita.ars, co-vorbn, otlMr trades, ete. .. 
SDNUISORY snw. a.ru, to ,tnt 
~< at sup11rvtdq ot ... n, •·I· , laetruct• tq, dtnctlq, ewalU1tlnl, plannt.a11 oq;a.t,tq, etc, 
A'lTttUIII 'l'OVAID, YOU:, a.fen to [>< •. ,ui:b hhntor H ablant••il•, rule vtolat:1.0D., concara for 1111111U.t1 VIH't, cooperation, acc. 
Ph••• ub an, c-ac, ,au whb. on th• n~n• ,w, of tbl• ••sttoutn coac,n.t.aa cheap• or 
tllpro...u.t,. . 
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APPENDIX C 
SELECTED STUDENT COMMENTS 
Bo 
81 
In my opinion in my particular teclmology, DLT, there are too 
many instructors with military background, sometimes using this in teach-
ing. In fact, in DLT, military background would almost seem to be a 
pre-requisite for the job. Less of the above would be better. Thank 
you very much for allowing me to express myself. 
It seems to me that too many of the military pepple are still here. 
By that I mean that they were here when the base closed and they are try-
ing to operate TSTI the same way the military operated. 
My biggest gripe is the student center which costs the student 
$21 per year regardless if he or she cares to go there. I much prefer 
to eat at the malt bar. Two ping-pong tables and one TV shouldn't cost 
$21 times the number of students per year. You pay when served for 
everything else at the student center. 
I believe that discipline needs to be improved at TSTI. Students 
are allowed too many absences (unexcused) and tardies. If a person is 
not interested in his education drop him and make room for someone that 
is. I found many of the instructors too lenient in their grading. If 
a diploma or certificate is to be of value it must be earned. 
As far as lab or shop classes are concerned TSTI has a good pro-
gram but the lectures my instructors gave were not very good; they were 
good mechanics, but not very good as teachers. 
Need better facilities in LRD. Need facilities for livestock on 
campus. Need better Rodeo Club facilities which will interest students 
more. Need better dorm fa.cilities. Overall, very good campus. 
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In the type of work I do, I don't feel I learned enough about it. 
I work on heavy earth moving equipment such as scrapers, dozers, 
blades, tail dumps and bellie dumps. I didn't get enough training or 
practice in this type of work and there is a lot of this to do on any 
construction job. 
I work in the field on a truck. I don•t,have the convenience of 
many tools. About all I have is a hand cutting torch and a welding ma-
chine. 'When they want a machine fixed, they want the least down time 
as possible because time is money, especially on a road job. 
I think I could h~ve been better prepared for this work. A lo~ 
more time should be spent on layout for one thing. I don't think this 
type of work was ever talked about•the whole time I was there. 
One improvement that should be made is more interviews with com-
. 
pany owners before you get too close ~o graduation. More equipment to 
work with in lab work. A more overall study of the whole A/C and 
Heating business and not so much just on service. More study should be 
made on sizing equipment, duct, and how to install it. More study on 
'· 
the service and installation of central heat and commercial equipment. 
I would just like ~o add that I enjoyed going to TSTI. I learned 
a great skill which I enjoy doing very much. I met my husband there and 
a lot of other great people. My instructors were good teachers and 
were always there when you needed them. Anytime someone asks me about 
a school I tell them about TSTI. It is a new school and needs a lot of 
things changed but I enjoyed going there. 
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I was a student in the Combination Welding Program. The instruc-
tion ability of the instructors was fair, but some of them were sort of 
self-centered. The equipment we worked with was of very high quality 
and in good working condition. 
One of my main problems now in my field of work is that I was not 
trained to any extent in, the field of metal-inert gas and Tungsten inert 
gas welding. I have been turned down on a job with very good beneficial I 
and salary standards because of my inability to operate this machinery 
properly and in a professional method. 
If more time were,spent on the final trimester of school in lab 
rather than in a course such as Human Relations, I feel a student would 
benefit to a great extent. 
Without the help of TSTI, I would never have the job that I now 
have. It is an outstanding school for anyone that wants to learn a 
trade. It would take two years in the field to learn what I picked 
up in school. Now I do know what is the right way to do my job. 
Changes and improvements needed: better living conditions for 
students in dormitories and improved conditions in cafeteria. TSTI is 
an excellent school for job learning skills and knowledge in the in-
terest of the student. I would reconunend it to anyone interested in 
the areas provided by TSTI. 
I think the instructors should have a better knowledge of the 
methods used in industry today. Most of their ideas went out with the 
horse and wagon, or steam locomotive. 
More welding taught at the institution to students talcing C.E.M. 
More time devoted to students in the hydraulic line of work. The 
ability to get along with others, etc. 
84: 
Though· I took Refrigeration Mechanics at TSTI and am now an 
apprentice electrician, I feel my training at TSTI helped me considera-
bly to get my job. Also my experiences at TSTI in the job routines 
practiced by contractors on a business basis helped to make me feel 
at ease on my first job •. · I hope my comments help you, and I thank 
you for the opportunity to have been a part of the student body at TSTI. 
I had a few useless courses such as drafting, mathematics, tech-
nical writing, a course in Industrial Safety taught by an academic 
teacher. 
A student in Auto Mechanics should be taught by successful pro-
fessional men in the automotive fields. An instructor with only an 
academic degree is useless in technical skills instruction. 
I am working beside a graduate of my class who cannot make it as 
a mechanic because of his lack of experience and professional train-
ing. I don't think he will be working here very long. 
Just keep up wi~~ the new methods of welding and teach it to the 
students. Also teach them that they wont have but one chance to do 
the job correctly, and teach them to work with speed and quality. 
TSTI is one of the best schools that I could have ever gone to. I am 
really proud of myself and TSTI and all the instructors. 
Keep the good work up at TSTI. 
Neither the time.or the space permit me to expand on this subject 
as I would like to at this time. But for what it is worth there are 
so many small things that ·may get your attention. 
I received your first form and immediately threw it in the waste 
basket, as I felt sure it would be a waste of my time. I still think 
my effort alone will not make one difference in the program. But upon 
talking with others I decided to see just how much I would be listened 
to if I did respond. 
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In the dental assisting program there is a definite need for another 
instructor, preferably another certified assistant to give aid to the 
instructor already there. She should be fully qualified in this field 
and be a full time instructor. One of the instructors is CHARM herself, 
and has been very instructive in my training. On the other hand, one 
of the other instructors is a very likeable individual whom I enjoyed 
being around very much but his inability to articulate clearly has been 
a certain drawback to my ability to learn under him. His instructions 
in the lab were completely worthless although he tried very hard. I 
think he should be replaced with a more up-to-date doctor. His ideas 
on some phases of dentistry are very outdated. He would make a fine 
advisor but he does not fulfill the needs for teaching. 
The dentist I .work for has donated some of his time off to teach-
ing on a voluntary basis. He felt the need to bring the assistants 
more current with the dental offices of today. I wish it were possible 
to hire different dentists in the area to come and teach a certain num-
ber of hours on various subjects to the students. If it were presented 
to the Waco-dentists (who are very good at complaining about the quality 
of the graduates sometimes) in the right light I feel they would take 
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some action to help solve this problem. At times one would come and 
speak for an hour or two on a subject but not thoroughly enough to 
stimulate motivation in the class. I think a subject should be covered 
thoroughly by each speaker. I know the f'unds are limited but surely 
the dentists of Waco would be more proud of our assistants if they had 
a bigger part in their training. While I am on the subject of the Waco 
dentists, I think they would teach a student more if they had to spend 
a little money to have them in the office; the students need the money 
for transportation and it makes them aware of the office. Everybody 
agrees that people appreciate more what they pay for than what is given 
to them. Our students _could be appreciated more in some of the offices. 
This was not my case, but I know that it was for some. It makes one 
have a low esteem to learn where they are not appreciated. The fee 
should be exactly the same for all students on an hourly basis. 
Before,my space runs out, may I take a few minutes and say that I 
love people, education and life. My experience at TSTI was one I will 
ever treasure but if I ever had an opportunity to do a good house clean-
ing at TSTI there are some persons whom I feel would have to go. One 
of the instructors is a very dedicated man but he needs to be placed 
in some position other than teaching the students. I am not a young 
carefree person, as you can tell by my records. I have lived all over 
the world and meet al! kinds of people. I am a very good judge of 
people usually. Please excuse my typing - not one of my better 
feats. 
Better laboratory facilities. Improvement of vocational counsel-
ing given to students. More aid in finding jobs for students. 
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In Dental Laboratory Program at TSTI it was basically very good. 
The students should be taught to do more waxing, pouring dies, every-
thing and more larger cases. I am just now beginning to get on my 
feet as to what this program is about. I was taught well but I did 
not do enough work. 'When you get out into this field it is hard. You 
have got to work at it to get anywhere. I would advise the students 
who are in this program now to listen to the teachers when they say 
it isn't going to be easy when you get out. They had better study and 
learn all they can. I wouldn't advise anyone to open a lab as soon as 
they get out because it. is hard enough working for someone else. 
You have a fine school and all techniques are up to standard, 
but my son went to school under the assumption that he would be 
skilled enough when he pas~ed the course at your school to be able 
to step into any welding job. (I think if students cannot pass your 
course it is understandable, but your tests should be as rigid as any 
company would give, so that when they leave your school with diploma 
in hand, it means they are qualified to pass the most rigorous test 
put to them by companies). I have several boys, plus my own, that 
went from place to place, and these companies had "help wanted" signs 
out, had them put ~n the welding gear and barely begin and told them 
to shuck it, they wouldn't do. This was disheartening to them. I 
also found out that the diploma didn't mean a thing, it was experience 
but through connections my son worked a very short time for Brown and 
Root and then was told to re-apply later as an apprentice. After much 
heartbreak and interviews, he got a job at a General Welding Shop in 
Houston. They had a fit over his work and he could have worked his way 
into a fairly decent position in time, but in the meantime, the one 
and only welding shop in our town closed (owner retired) and my 
son bought it and now is the owner of his own welding service in our 
town. 
He is also a volunteer fireman and a member of the Lions Club 
at twenty years of age. 
_In the air-conditioning department the theory is excellent. The 
department is very deficient in equipment and practical experience. 
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I have taken a job with a major air conditioning company and have 
experienced the shock that in commercial air conditioning there are 
many centrifugal compressors in use. Also there are many large ab-
sorption machines used. These two particular .items, TSTI does not 
have and therefore the students are at a disadvantage. 
I think more career people should ·be teaching Dental Lab. Tech. 
Not retired men from service. Men who have worked-under the everyday 
pressures from doctors (who are interested in making money) would 
better qualify for instructors. These men could better explain.tech-
niques in speed and quality. 
I believe I have received very yaluable training at your school 
and in the near future I plan to use my dental tech training. I 
worked for a .dental laboratory for a~out six months. I changed jobs 
because of low salary, in accordance with the high cost of living 
and my many obligations. I will proqably go into military service 
soon and use my knowledge of dental tech there - hopefully. 
I graduated from the RTU section August 5, 1971. 
Here is my one very important comment. The instruction I re-
ceived was very good, but I think the third trimester which covered 
Color TV should be increased to twenty-five or thirty weeks instead 
of the present fifteen weeks. 
P.S. The reason for the above view: too much to learn and too 
little time allotted to it. 
The aviation maintenance department could be greatly improved if 
there was some way to djspose of the junk material stored in Building 
4-14 (?) and the proceeds used to buy suitable training materials in 
sufficient quantity to accomodate the students as they advance through 
this course of study. 
-
On the whole, TSTI is a fine school, although there is plenty of 
room for improvements, especially in the shops and their facilities. 
When I finish my education I know the training received will be used. 
Heavy Truck Mechanics needs to be a two-year course. It needs 
newer equipment and more diesel training. It needs practical experi-
ence in using a chassis dynomometer. 
More on the job training. Too much lecture. 
APPENDIX D 
SELECTED EMPLOYER COMMENTS 
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These two employees are making real good carpenters, but most of 
their knowledge has come from on-the-job training. One of the employees 
worked part-time for me while attending classes at TSTI. I believe a lot 
more could be either added to, or put into, the program you have for 
this type of work. 
Our employee is outstanding. His work is almost as good as good 
older men. I can't say enough good things about him. He will earn 
$10,000 this year. 
As an employer of a graduate of Texas State Technical Institute, 
I would like to see more training by doing it, breaking down primal cuts, 
use of saw to trim bones for custom processing meats, practice meat 
cutting, using what we call the 11regular cut 11 which is easy to change 
to satisfy any employer in the meat industry. We all have a special 
trick of the trade, which is no more than an item that represents the 
plant and our processing. Ours is Rolled Rump Roast. Our employee, 
in our opinion, is far more than your average graduate, for in less 
than sixty days under our training, he has assumed full responsibility 
for his jobs which are slaughter man and meatcutter. 
We are very pleased with our graduate of your institution. He 
is responsible for our Media Center and photographic darkrooms, which 
serves not only our department, but the four other academic departments 
(graduate and undergraduate)* which comprise the College of Architecture 
and Environmental Design. He is doing an outstandingly good job. 
*A total of some 850 students and 50 faculty members. 
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The dental lab technician should be taught more of the physiology 
or why an appliance is built the way it is. Example: how the wrong 
shape of a pantie in a bridge can cause tissue damane, or how balancing 
interferences can cause tooth loss, or why a rough area in a denture 
causes soreness. 
Written communications appears to be a weak area in the graduate 
of your institution whom we employed. Technically he can express him-
self adequately but his weakness shows in sales presentation. We are 
well pleased with his overall ability and conscientious endeavor. 
We are well pleased with our employee. He is quite mature for his 
age, and very dependable. Of course he has a lot to learn about the job, 
but he is willing and able to learn. If his spelling and handwriting 
were better it would be an'asset to him. Our answers to the question 
regarding the need for further training in given areas reflect our 
thinking about this employee, and probably would not apply to another 
person with different aptitudes. 
I regret that we are unable to identify your students once they are 
hired by this installation without a serarch of over 4,000 files. 
Due to t,he fact that some have been hired with a training back.-
gro1:1lld from your school, proves that your training is worthwhile, else 
they would have been unable to meet the high experience and training 
requirements set by the Civil Service Commission for federal service 
positions. It .is hoped that the above information will be of some 
value in evaluating your program. 
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In reply to your questiom1aire concerning the subject graduate, 
please be advised that I did not get to keep him long enough to find 
out much. However, what I did learn about him, I liked. He started 
to work for me in August, and the Army took him in September. That is 
probably the shortest run in your history of any graduate. 
I did not feel that I could do much with the questionnaire. I 
do, however, wish to state that he seemed to know what it was all about, 
and I do believe that when he gets back, he will turn out to be really 
first class help. 
Sorry I could not be of more help. I remain, 
About the only criticism I have (maybe I should say suggestion) is 
that these young men have been led to believe that they are better than 
they really are. The theory and attitude is good but they are not 
finished technicians when they graduate from TSTI. They have been told 
how much money they are going to make and when you put them at 50-50 
they almost starve. Our experience has been that our employees have 
gotten better every week. We are very happy with our young men and hope 
to employ more in the future. 
When I began teaching I made $3200 a year. Twelve years later I 
made $11,500. Experience does pay and to be good you have got to have 
it. 
The graduate of your school that we hired is presently employed as 
a party chief for a boundary survey crew. He has excellent capabilities 
and instructional background for vertical control; however, his abilities 
with horizontal control are not nearly so good. We do think his back-
9~ 
ground in schooling is excellent and probably adequate because school-
ing mostly opens the door to further learning. We think he has most all 
the qualities we seek in our employees. As said before, we think his 
educational background is entirely adequate, he is most ambitious, 
honest, neat in appearance, excellent manners, and absolutely no bad 
habits. As of this moment, we expect great things of him. 
My short study of your school curriculum in Civil Engineering 
Technology leads me to think it is good and entirely adequate. No 
student can graduate from any school and be an expert on all phases of 
Engineering. A general, all encompassing course is all that can be 
given with the thought that the student will concentrate on the elec-
tives that best suit his career desires. 
Thanks for this opportunity of reporting on the activities of one 
of your school graduates and you may rest assured that you will hear 
from us again as our employee progresses. 
APPENDIX E 
VOCATIONAL-TECHNICAL PROGRAMS - THE JAMES CONNALLY CAMPUS 
OF THE TEXAS STATE T~QHNICAL INSTITUTE 
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The following programs were offered by the James Connally Campus 
of the Texas State Technical Institute which had graduates for the 1970-
1971 academic year: 
Air Conditioning and Refrigeration Mechanics 
Air Conditioning and Refrigeration Technology 
Aircraft Powerplant Mechanics 
Airframe Mechanics 
Aircraft Pilot Technology 
Automatic Merchandise Service Specialist 
Auto Bqdy Repair 
Automotive Mechanics 
Automotive Technology 
Building Construction Craftsman 
Building Construction Technology 
Combination Welding 
Chemical Technology 
Civil Engineering Technolqgy 
Construction Equipment Mechanics 
Commercial Art and Advertising 
Computer Science Technology 
Dental Assistant 
Dental Laboratory Technology 
Electrical Power Distribution Technology 
Electronics' Technology 
Farm Equipment Mechanics 
Floriculture and Ornamental Horticulture 
Graphics and Design Technology 
Heavy Truck Mechanics 
Instrumentation Technology 
Livestock and Ranch Operations 
Laser-Optical Technology 
Machine Shop Operations 
Meat Processing and Marketing 
Medical Electronics Technology 
Print Shop Operations 
Radio and Television Repair 
Seed Quality and Seed Processing Technology 
Structural Steel Drafting 
Technical Communications 
Water and Waste Water Technology 
Water Utilities Operator 
Welding Technology 
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Programs offered by the James Connally C~mpus of The Tex~s 
State Technical Institute which had graduates for the 1970~71 academic 
year included in the respondent group: 
Air Conditioning and Refrigeration Mechanics 
Air Conditioning and Refrigeration Technology 
Aircraft Powerplant Mechanics 
Airframe Mechanics 
Aircraft Pilot Technology 
Automatic Merchandise Service Specialist 
Auto Body Repair 
Automotive Mechanics 
Automotive Technology 
Building Construction Craftsman 
Building Construction Technology 
Combination Welding 
Chemical Technology 
Civil Engineering Technology 
Construction Equipment Mechanics 
Commercial Art and Advertising 
Computer Science Technology 
Dental Assistant 
Dental Laboratory Technology 
Electrical Power Distribution Technology 
Electronic Technology 
Farm Equipment Mechanics 
Floriculture and Ornamental Horticulture 
Graphics and Design Technology 
Heavy Truck Mechanics 
Instrumentation Technology 
Livestock and Ranch Operations 
Machine Shop Operations 
Meat Processing and Marketing 
Medical Electronic Technology 
Print Shop Operations 
Radio and Television Repair 
Seed Quality and Seed Processing Technology 
Water and Waste Water Technology 
Water Utilities Operator 
Welding Technolgoy 
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